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 Prejudice against a migrant because of race or origin is not a sign of pride 
but a sign of stupidity. 
 Faith and values are as important to our nation and society as they are to the 
individuals who make up that society. It is because faith matters to the 
individual, that faith is important to our society. We have successfully 
embraced Australia as a multi-ethnic society, but we still have a distance to 
travel to being a multi-religious society. 
—Robert Menzies, former Prime Minister of Australia, 1939-41, 
1949-1966 
 All our experience in this and other centuries indicates that racism is one of 
the most evil scourges. The numbers who have been killed, the terror 
inﬂicted in the name of race, is something of which we are all too well 
aware. It is not an ancient evil; it is a present evil.  
—Malcolm Fraser, former Prime Minister of Australia, 1975-
1983 
 No human race is superior; no religious faith is inferior. All collective 
judgments are wrong. Only racists make them. 
—Elie Wiesel, Nobel Peace Laureate, 1986
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ABSTRACT 
 
The Australian labor market is characterized by a culturally diverse workforce. This 
in large part stems from the high representation of migrants in the workforce. In 
fact, the representation of migrants is reportedly higher than in most immigrant 
nations, including the United Kingdom (UK) and the United States of America 
(US).  Nonetheless, in some of these countries, in particular the US, it appears there 
is an ongoing interest to ascertain whether or not there are discrepancies in the job 
satisfaction of workers from various cultural backgrounds. As a result, literature 
comparing the satisfaction of minorities with Whites is readily available, albeit 
conflicting. However, in Australia, this information is limited. The present research 
was therefore designed to provide some knowledge in this area.  
Specifically, the research was undertaken to primarily establish if, within the 
Australian workforce, there are differences in job satisfaction levels on the basis of 
racioethnicity and migration status. It was also designed to ascertain if there are 
disparities on these bases in relation to life satisfaction. Further, the research was 
designed to assess the importance that is placed on job satisfaction facets by 
members of different racioethnic groups and with varying migration status. It also 
tested the possibility that people from different racioethnic backgrounds and with 
varied personality characteristics experience job satisfaction differently. In 
addition, the research examined disparities in perceived discrimination and its 
influence on the job satisfaction of people from different races and ethnicities. 
Altogether, nine research questions were addressed. 
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As part of addressing these questions, three main theories underlying job 
satisfaction, namely the motivation-hygiene theory, the job characteristics model, 
and the internal dispositional theory were tested. Using a survey questionnaire and 
interviews, data was collected from 413 participants—consisting of 388 survey 
respondents and 25 interviewees—and then analyzed using SPSS and NVivo. 
Consistent with the conclusions from overseas studies, it was found that race and 
ethnicity tend to predict both job and life satisfaction differently.  
In general, there were significant differences in job satisfaction levels between 
Whites and people from minority races. Some significant differences were also 
found between ethnic groups. However, no such differences were observed between 
people with different migration status, although those born in Australia reported 
slightly higher levels of satisfaction. Also, in general, there were discrepancies in 
the job facets from which Whites and people from minority races derive 
satisfaction; there were discrepancies in the context of migration status and 
ethnicity as well.  However, members of most racial and ethnic groups agreed that 
interpersonal relationships, communication, and work-life balance were important 
in terms of job satisfaction. In contrast, pay and promotion were considered less 
relevant.  
Perceived discrimination was found to be considerably higher among minorities 
than Whites. It reduced job satisfaction levels and seemed to affect the satisfaction 
of members of some groups more than others. With regard to personality traits, 
there was little evidence to suggest that they influenced the job satisfaction levels 
of people from various racioethnic groups differently. Similarly, there was little 
evidence to suggest that people from different races as well as those with different 
migration status significantly vary in life satisfaction levels. However, slightly   
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higher levels of satisfaction were recorded for Whites and people born in Australia 
compared with minorities and people born overseas. In addition, a larger proportion 
of members of ‘underprivileged ethnicities’ reported higher than expected levels of 
satisfaction and were more likely than their ‘Western ethnicities’ counterparts to be 
satisfied with their life in Australia. People born overseas, it was observed, were 
also more likely to be satisfied with life than those born in Australia.  
The findings are interpreted with the support of relevant theories and data from the 
interviews. Conclusions and policy implications of the findings are presented, along 
with suggestions for further research.  
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CHAPTER 1—Introduction 
 
1.1 Background of the study 
My belief in the need for this research came about as a result of personal 
experiences and observations. As a migrant, I have had the opportunity to work 
with people from different races and ethnicities across a number of different 
Western countries/cultures. In some of these positions, people from different 
cultures would comment negatively or complain about particular aspects of their 
role. Interestingly, a pattern appeared in terms of what people from particular 
cultures would complain about. It was these patterns that interested me, and I felt a 
need to try to understand, if not explain, why various cultures were exhibiting them. 
Incidentally, of the over ten nations in which I have lived, visited, or worked, it was 
in Australia that I personally experienced my first encounter with racism at work, 
and since that first time, many more have occurred—in and outside of the 
workplace. After the first episode, I began to develop a strong aversion for the job 
so much that I realized it was not only adversely affecting my performance but also 
my quality of life and I felt compelled to quit. In fact, that was the first time I 
voluntarily left a job—a situation I was neither happy with nor proud of.        
The experiences of other people known to me, or that I have briefly encountered, 
have also helped shape this research. For example, a White Australian friend, John, 
owns and manages an engineering firm in Western Australia that relies heavily on 
migrant labor, especially workers from non-English speaking backgrounds. On one 
occasion, he asked me if I could recommend some reliable people to work for him 
long term. I questioned why he wanted me to do this, to which he intimated, ‘the 
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Australians and English I employ are never happy no matter what you do. They 
rarely work longer than a month and they piss off without even telling you.’ This 
attitude again made me consider what justification there was for attributing 
unhappiness or lack of commitment in a job to cultural distinctiveness—John, from 
his experience, clearly connected a poor work ethic with a particular race or 
ethnicity.    
Further, a brief encounter I had with a worker while transiting through South Africa 
also factored into the investigation and shaping of this research. Mothudi was a 
Black janitor who worked at the O.R. Tambo International Airport in Johannesburg.  
He was standing beside the door of a restroom with a work colleague when I 
entered. I heard him say ‘welcome to my office, sir,’ to which I nodded. I also 
overheard him say the same thing to the person walking behind me. On my way 
out, curious, I asked why he describes the restroom as his office, to which he 
replied: 
I find solace here; I wouldn’t give it up for anything. I brought up my three kids 
with this job. I met my wife here. I met all my good friends here. I’ve been here 
for over ten years, and I’ll be here for another ten. I really like it here. This place 
has made me who I am, I tell you. 
As I left him, I wondered what sort of person would like his/her job so much that 
s(he) would describe the restroom s(he) cleans as an office. I also questioned 
whether a White South African doing this job would say the same thing, or for that 
matter, a Chinese immigrant.  
Following the above experiences, I examined the literature to ascertain: the extent 
to which people from different cultures—in particular from different races and 
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ethnicities—vary in terms of attitudes toward their jobs; what makes people from 
different cultures happy on the job; and whether discrimination, real or perceived, 
would influence the attitudes of people from different cultures to the same job in 
the same way. When I discovered that very little had been done in analysing these 
patterns, particularly in Australia, it inspired me to conduct my own research and 
analysis, marking the genesis of this study. 
1.2 Definition of the problem 
If, in line with the above observations and episodes, as well as evidence from some 
international studies mentioned later on in this section suggests, race and ethnicity 
determine job satisfaction, then it is possible that for groups whose members 
‘naturally’ exhibit low job satisfaction levels, little effect or gain may be realized 
no matter what intervention mechanisms are instituted. Likewise, it is possible that 
for workers from races and ethnicities whose members may be ‘endowed’ with high 
levels of satisfaction, little intervention may be required to please them in the job. 
Moreover, if members from particular races and ethnicities prefer some job facets 
over others, then it is likely that little can be done to improve their satisfaction levels 
on facets which they consider less important. To be able to understand these 
patterns, it is important to empirically establish what relationship there is between 
racioethnicity and job satisfaction, particularly in Australia, where information in 
this area is limited.    
In addition to the above, if in line with the anecdotes, workers’ satisfaction facets 
are different depending on their race or ethnicity, then employers and human 
resource managers may have a difficult task meeting the aspirations of their 
employees—with the hope that those employees would be satisfied and, as a 
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consequence, exhibit some positive attitudinal and behavioral outcomes (see Judge, 
Parker, Colbert, Heller, & IIies, 2002). A difficulty of this kind may arise given that 
the Australian workforce is comprised of people from many cultural backgrounds 
—in terms of ethnicities alone, there are over 270 group representations in the 
country (ABS, 2011a). For this reason, research that is able to identify not only 
discrepancies but also commonalities in the prioritization of major job satisfaction 
facets by members of the various racial and ethnic groups will be useful. Identifying 
those common facets could simplify the process and/or complexities entailed in 
designing and implementing satisfaction improvement strategies, particularly in 
culturally varied work settings.  
Apart from these issues, it has been reported that when people from different races 
and ethnicities work together, the outcomes are not always positive. Lankau and 
Scandura (1996) and Maume and Sebastian (2007) suggest that, within the US labor 
force, White people’s job satisfaction levels tend to decrease when they work in a 
culturally diverse team.  It has also been argued that there is a tendency for social 
disharmony and mutual distrust when people from different cultures work together 
(Putnam, 2007; Tolsma, Van der Meer, & Gesthuizen, 2009). Further evidence 
from the US shows that a large majority of workers from different cultural 
backgrounds experienced offensive racial behaviors, which significantly reduced 
job satisfaction levels (Antecol & Cobb-Clark, 2009). These suggest that there may 
be difficulties when people from various racial and ethnic backgrounds are brought 
together to work, possibly affecting the job satisfaction of some or all of the parties 
involved. If people from various cultures work together and this affects their 
satisfaction, then it is essential to investigate the extent to which their satisfaction 
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is impacted—both in terms of the levels and importance of satisfaction facets. This 
field, as confirmed by Rothausen, Gonzalez, and Griffin (2009), is under-explored. 
In an attempt to design a study that could help address the above issues, the 
literature was reviewed to establish the amount of scholarly work that has explored 
cultural differences in job satisfaction. Two tasks were performed in the process. 
First, the amount of job satisfaction and related work that had actually been done 
between 1960 and 2012 was reviewed in five electronic databases using the words 
‘job satisfy*’. The databases were PsycINFO, Sociological Abstracts, EconLit, 
ProQuest Social Science Journals, and PsycARTICLES. A total of 45,898 studies 
were located. It should be mentioned that some studies appeared in more than one 
database.  
Next, the search was narrowed using the words, ‘job satisf,*’ ‘rac,*’ and ‘ethnic*’ 
to help ascertain how many of these studies had explored racial and ethnic 
differences in job satisfaction. A total of 668 studies or related studies were located, 
with a majority—about 80%—of them originating from the US. Only one study 
that is relevant to this research originated from Australia, and this was reported by 
Colic-Peisker (2009; see also Colic-Peisker & Tilbury, 2007; Fozdar & Torezani, 
2008). The study mainly investigated the settlement and life satisfaction of newly 
arrived Black African, Middle-eastern, and ex-Yugoslavian refugees in Western 
Australia, which is also where the current study was undertaken. Job satisfaction 
was explored as a domain of life satisfaction.  
A further review of the five databases located 182 studies and related studies 
between 1960 and 1989, 233 between 1990 and 2000, and 335 between 2001 and 
2012 demonstrating that, except in Australia where very little work has been done, 
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interest in racioethnic investigations into job satisfaction has not waned. As 
mentioned earlier, some studies appeared in multiple databases, which explains 
why the total number of studies located within the three specified periods (750) 
exceeded 668, which represents the total number located between 1960 and 2012.     
In addition to the above databases, work located in all the 2,070 datasets of the 
Australian Social Science Data Archive (ASSDA) was evaluated. Two hundred and 
sixty job satisfaction and related studies were located, nearly all of them conducted 
by polls. None was relevant to the present inquiry except, to an extent, the 
Longitudinal Survey of Immigrants to Australia (LSIA) study commissioned by the 
federal government, which investigates settlement outcomes of three migrant 
cohorts in three successive waves (6 months, 6-18 months, and 18-42 months; 
Green, Kler, Leeves, 2007).  The studies located in the ASSDA dataset focused 
mainly on the impact of job satisfaction on the employing organization, as well as 
satisfaction discrepancies arising from non-culture related demographics, e.g. age 
and period of residence in Australia.  
Despite the fact that there is limited information on racioethnic investigations in job 
satisfaction, particularly in Australia in general and Western Australia to be 
specific, the available evidence is inconclusive. Whereas some studies show that 
satisfaction varies across races or ethnicities (e.g. Rothausen et al., 2009), others 
conclude that there is very little or no relationship (e.g. Campbell, 2011). The issue 
is further complicated by the fact that even within those that demonstrate a 
relationship between the said variables, for the same races or ethnicities 
investigated, there is no agreement in terms of which group has lower or higher 
levels of satisfaction (see Brenner & Fernsten, 1984; Tuch & Martin, 1991; 
Rothausen et al., 2009). There is also no consensus on the priority members of the 
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groups give to the various facets of job satisfaction (see Tuch & Martin, 1991; 
Banerjee & Perrucci, 2010). 
Although there is some evidence to suggest that job satisfaction may be different 
for people from different races/ethnicities, no research has been located in the 
Australian literature that simultaneously compares the satisfaction of mainstream 
and minority (including Indigenous Australians) populations in a single study using 
primary data. Further, very little has been done by way of comparing the satisfaction 
of migrants with people born in Australia. It is unfortunate that research in this field 
is lagging in a country, and in a state, where close to a third of the workforce are 
migrants (ABS, 2010a). This proportion, it should be mentioned, is higher than 
what pertains in the United Kingdom (6%) and the US (16%), yet in these countries 
a substantially greater body of literature comparing the job satisfaction of migrants 
and nonmigrants is available (see Office for National Statistics, 2006; Orrenius & 
Nicholson, 2009).   
1.3 Significance of the study 
The present study is considered basic research (Patton, 2002) that seeks to 
contribute to knowledge on job satisfaction, specifically in relation to race, 
ethnicity, and migration status. Based on the literature that has, thus far, been 
located, it can be deduced that this study is the first of its kind in Australia to 
examine the job satisfaction of people from different races, ethnicities, and 
migration statuses, as well as the impact of perceived discrimination on job 
satisfaction in a single study, using quantitative and qualitative methods. Due to the 
limited attention that has been paid to this area, and consequently the paucity of 
literature, the research purposely investigates racioethnic differences in satisfaction 
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on a variety of fronts. By doing so, it serves the purpose of advancing the 
understanding of an important area, and ‘breaks the ground’ for further 
investigation into some of the cross-cultural issues that have been explored here. 
As documented in the literature, minorities and migrants in Australia, particularly 
those with phenotypically distinct features, seem to have poor employment 
opportunities, and when employed they are more likely to have poor outcomes 
compared to the White majority (Fozdar & Torezani, 2008; Hebbani & Colic-
Peisker, 2012; Briskman, 2012). Their unique experiences may lead them to 
develop unique perspectives and needs which could shape their work orientations 
and job satisfaction. It is important that these perspectives and needs continue to be 
empirically explored to ascertain how they have changed, if any, with the passage 
of time.  
Understanding racioethnic differences in job satisfaction may have practical 
implications. For example, it could help resolve workplace dissatisfaction 
(disputes) arising from the conventional use of the one-size-fits-all approach in 
improving satisfaction conditions across a diverse workforce. When workers are 
happy, their physical condition, as well as their psychological and overall well-
being improves, which often translates into favorable or desirable organizational 
outcomes in terms of absenteeism, commitment, and productivity (Brunetto, Teo, 
Schacklock, & Farr-Wharton, 2012; Grissom, Nicholson-Crotty, & Keiser, 2012; 
Wood, Van Veldhoven, Croon, & Menezes, 2012). In short, workers of all cultures, 
as well as their employers, may be beneficiaries when satisfaction in the workplace 
is high. 
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1.4 Purpose of the study 
The purpose of this study—which was conducted in Western Australia—was: 
1. To find out how job satisfaction varies according to race, ethnicity, and 
migration status.  
2. To explore workplace ethnic diversity issues that are likely to affect job 
satisfaction.  
3. To investigate how life satisfaction levels vary with race, ethnicity, and 
migration status.  
1.5 Research questions 
The study addressed the following research questions: 
1. Do job satisfaction levels vary across races and ethnicities in Western 
Australia? 
2. Do migrant and Australian-born (nonmigrant) workers in Western Australia 
differ in job satisfaction levels? 
3. Do workers from different races and ethnicities in Western Australia vary 
in the facets from which they derive satisfaction?  
4. Do migrant and Australian-born workers in Western Australia differ in the 
facets from which they derive job satisfaction?   
5.  Do workers from different races and ethnicities in Western Australia differ 
in terms of perceived discrimination in job search, on the job, and more 
generally?  
6. Does a relationship exist between perceived discrimination and the job 
satisfaction levels of workers in Western Australia?   
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7. Does a relationship exist between the personality traits of workers from 
different races and ethnicities in Western Australia and their job satisfaction 
levels?   
8. Do workers’ life satisfaction levels vary according to race and ethnicity in 
Western Australia?  
9. Do migrant and Australian-born workers in Western Australia differ in life 
satisfaction levels? 
1.6 Limitations 
The results and conclusions are limited in applicability due to the following reasons. 
In all cases, attempts at extrapolating the findings should take note of these caveats.  
1. Although the number of people who participated in the study was large 
enough, it was not representative of the total Western Australian workforce 
of 1.37 million (ABS, 2014b). The proportional representation of the 
various ethnic groups, however, was generally reflective of the state’s 
population. This allowed some general conclusions about the findings to be 
made.  
2. It is possible that the overrepresentation of nurses may skew some 
responses. 
3. Like most other work done in this field (see Acquavita, Pittman, Gibbons, 
& Castellanos-Brown, 2009; Campbell, 2011), minorities, relative to the 
mainstream, were underrepresented. To be precise, in terms of racial and 
ethnic groups, Whites and Australians were, respectively, 
disproportionately represented, and some ethnic groups (e.g. Scottish and 
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Italians) were poorly represented. Attempts were made in the analysis 
process to adjust for these, yet it is possible that they could skew the results. 
4. An overwhelming majority of the survey participants were skilled, white-
collar employees. Thus, conclusions of the study may not apply to unskilled 
or semi-skilled, blue-collar workers. 
5. A great majority of the migrant participants have resided in the country for 
a long time, i.e. over ten years. It is possible that research that utilizes data 
collated from migrants who have recently arrived in the country would 
produce divergent findings.      
6. Given that the questionnaire was structured, participants were restricted to 
the content of the instrument. As such, this did not allow for a further 
exploration of job and life satisfaction issues. However, the qualitative 
interviews did attempt to explore these issues further. 
7. Of the forty personality descriptors in the International English Mini-
Markers Scale, only five were used as single measures in evaluating the 
relationship between personality traits and job satisfaction levels. It is 
possible that overall personality of participants would not have been 
captured.  
8. Given that this is a cross-sectional study, it is possible that the findings will 
be different from those obtained from a longitudinally conducted 
investigation. In other words, the findings may differ under a different set 
of socio-political and economic considerations of the state of Western 
Australia, where the research was conducted, and/or Australia in general.     
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1.7 Definition of terms (as used in this study) 
1. Race—A socially defined group whose members see themselves, and are 
seen by others, as phenotypically distinct from members of other groups 
(van den Berghe, 1983). To avoid redundancy, people who describe 
themselves as Asians, for example, may simply be referred to as Asians in 
this thesis.  
2. Ethnicity/ethnic group—‘One that perceives itself and is perceived by 
others to be different in some combination of the following traits: language, 
religion, race and ancestral homeland with its related culture. A group that 
is different only by race is not an ethnic group’ (Yinger, 1981, p. 250). To 
avoid redundancy, people who describe themselves as South Africans, for 
example, may simply be referred to as South Africans in this thesis.  
3. Underprivileged/non-Western ethnicities—Ethnic groups whose members 
have fundamental origins in underprivileged societies, e.g. Indians and 
Filipinos.  
4. Western ethnicities—Ethnic groups whose members have origins in 
Western culture, e.g. Australians and Irish.  
5. Asian ethnicities—Ethnic groups whose members have origins in Asian 
culture, e.g. Chinese and Vietnamese. 
6. Culture—Entails people’s patterned ways of thinking, feeling, and reacting 
to things: the essential core of culture consists of traditional ideas and 
especially their attached values (Kluckhohn, 1951).  
7. Racism is a phenomenon that maintains or exacerbates avoidable and unfair 
inequalities in power, resources, or opportunities across racial, ethnic, 
cultural, or religious groups in society (Nelson, Dunn, & Paradies, 2011). 
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8. Discrimination is the process by which a member or members of a socially 
defined racial group (e.g. race, ethnicity, or religion) is, or are, treated 
unfairly because of membership of that group (Krieger, 1999). 
9. Perceived discrimination—One’s perception that s(he) has been unfairly 
treated because of his/her  affiliation with a particular race, ethnicity, or 
religion. 
10. Job satisfaction—A cognitive and affective evaluative judgment that 
describes the extent to which people like or dislike their job and the different 
aspects of it (see Spector, 1997; Weiss, 2002; Judge, Hulin, & Dalal, 2012). 
11. Facets/domain satisfaction—Satisfaction relating to the various dimensions 
of the job, e.g. pay and promotion (Law, Wong, & Mobley, 1998; Weiss, 
2002).  
12. Global/overall/general job satisfaction—Refers to satisfaction with the job 
in general (Spector, 1997).  
13. Life satisfaction (subjective wellbeing)—A cognitive and affective 
evaluative judgment that describes the extent to which people like or dislike 
their life and the different aspects of it (see Veenhoven, 1996; Olson & 
Zanna, 1993; Petty, Wegener, & Fabrigar, 1997). 
1.8 Structure of the thesis  
The thesis consists of six chapters:  
 Chapter 1—Introduction—provides information relating to the background 
of the study, a definition of the problem, and the significance of the study. 
It contains the purpose of the study and the research questions, along with a 
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definition of the key terms used. Also, it outlines the overall structure of the 
thesis.  
 Chapter 2—Literature review—describes the relevance of work in people’s 
life and also explains what meaningful work entails. In addition, it explains 
the culminating effect of changes in work processes—brought about by 
industrial capitalism—on job satisfaction. Furthermore, it presents literature 
on the concepts of race, ethnicity, racialization, and job and life satisfaction. 
Also, it contains a review of the concepts of immigration as well as 
Australia’s and Western Australia’s immigration policies and practices that 
have helped shape the work experiences or attitudes of minorities and 
migrants in general. In addition, a review of relevant literature on 
employment and labor market characteristics of Australia and Western 
Australia is presented. As part of that, the labor force characteristics of 
migrant workers and those born in Australia are compared. Lastly, and most 
importantly, the chapter includes a review of scholarly work that has 
explored racioethnic differences in job and life satisfaction.   
 Chapter 3—Research methodology—describes the overall design of the 
study. Specifically, it describes the research paradigm and the instruments 
and processes used in collecting the quantitative (survey) and the qualitative 
(interviews) data. Also, it outlines the difficulties encountered in the survey 
process. 
 Chapter 4—Data analysis and findings—describes the methods and 
procedures that have been used to analyze the survey and interview data. It 
also presents the findings. The analyses and findings have been presented 
according to research question.  
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 Chapter 5—Discussion—contains the interpretation of the survey and 
interview findings. The findings are discussed under four major themes: 1. 
Race, ethnicity, migration status, and levels of job satisfaction 2. Race, 
ethnicity, migration status, and the importance of job satisfaction facets 3. 
Discrimination and job satisfaction and 4. Race, ethnicity, migration status, 
and subjective well-being/life satisfaction levels.   
 Chapter 6—Summary, conclusions, and recommendations—presents the 
overall summary of the study along with the conclusions, and provides 
recommendations for policy making and for future race/ethnicity vs. job 
satisfaction research.     
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CHAPTER 2—Literature Review 
 
I begin this chapter by discussing issues germane to work that are of interest to the 
current study. Specifically, I discuss the importance of work, the concepts 
underlying meaningful work, and changes in work processes/approaches 
emphasizing how they affect, or have affected, job satisfaction. Further, as the 
research is exploring the satisfaction of people from different races, ethnicities, and 
migration statuses, the theories underlying the three concepts (italicized) are 
explained.  By way of enhancing the understanding of the race concept, I also 
introduce the concept of racialization. Further, I review Australia’s immigration 
policy and practices, and how they shape, or have shaped, the work experiences of 
people, including Indigenous Australians who, history suggests, are the first 
migrant settlers of the country.  
To help contextualize the satisfaction discrepancies that may be observed among 
participants from different racial/ethnic groups and migration status, it is important 
that some situational and labor market conditions that could influence job 
satisfaction are highlighted. To do this, I review the (unique) labor market 
characteristics of Australia as well as Western Australia, where the research was 
carried out, focusing on those that are relevant to job satisfaction. As part of this, I 
compare the labor force characteristics of migrant workers and their Australian-
born (nonmigrant) counterparts. Furthermore, to ensure a more nuanced 
understanding of any disparities in satisfaction that may be found, I review the 
literature on racism and discrimination, which are considered an integral part of 
Australian culture, dwelling mostly on employment-related issues. Finally, the 
general concepts of job and life satisfaction, as well as studies that have investigated 
racioethnic differences in the two constructs, are reviewed.    
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2.1 The importance, meaning, and processes of work 
According to Freud (1962), nothing in life ‘justifies existence in society’ more than 
work (p. 27). It directs people’s life interests and serves as a ‘palliative measure’ 
that helps to deflect people’s dissatisfaction with life (p. 22-27). Generally, people 
strive for meaningful work. In the early years of industrialization, the focus of 
meaning was on extrinsic rewards with little regard for intrinsic compensation 
(Baldry et al., 2007). However, in recent times, meanings of work have changed. 
Meaningful work is now expected to provide both extrinsic and intrinsic/ 
psychological satisfaction (Ibid.). In addition, it is expected to provide high growth 
and general satisfaction and enhance the effectiveness of people who execute the 
tasks involved (Hackman & Oldham, 1980). For these reasons, a meaningful job is 
now required to have significance, coherence, or orientation (Morin, 2004).  
Significance emphasizes centrality, i.e. how work is generally perceived and valued 
in different cultures (Hofstede, 1991). In general, centrality connotes the degree of 
importance attached to work in people’s life at any point in time (Baldry et al., 
2007). To this end, significance underscores the importance of work in the 
satisfaction of material and nonmaterial needs (Harpaz, 1990). The ability of a job 
to furnish these two genres of need may influence how it is evaluated in terms of 
overall satisfaction. A job that is unable to supply these needs may lack the potential 
to produce satisfaction, and vice-versa. It should be mentioned that although, 
globally, the most central activity in people’s life is family (Baldry et al., 2007), 
work undoubtedly plays a critical part of human life, as Freud (1962) has observed. 
However, its centrality differs from culture to culture. It is more central to Japanese, 
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for example, than Israelis, Americans, and Germans (Whitehill & Takezawa, 1968; 
England & Misumi, 1986; Harpaz & Fu, 1997; Baldry et al., 2007). 
Work is said to have coherence if there is harmony between the characteristics of 
the work and those of workers, allowing them to meet the challenges associated 
with it. Orientation, the third concept, emphasizes people’s inclination toward work 
and describes what they expect and the needs they want to satisfy the most as a 
result of their socialization outside of work (Daniel, 1969, 2007; Morin, 2004).  It 
underscores how people attach meaning to work, and how this meaning, by virtue 
of the expectations, translates into thoughts, actions, and behaviors toward work 
(Watson, 2008). According to Kirkman and Shapiro (2001), orientation and job 
satisfaction are significantly positively related, indicating that workers tend to be 
satisfied if their needs and expectations are fulfilled. Differences in orientation may 
be attributed to power inequality.  According to Gramsci (1926, 1971), for example, 
the values of the dominant social group stultify those of minorities as a result of a 
hegemonic culture.  
Marx (1884, 2007) used his concept of alienation—which, in contemporary times, 
is akin to job dissatisfaction (Schneider, 2006)—to draw attention to the plight of 
workers under industrial capitalism. According to Marx, industrialization alienates 
workers from: 1. Nature—the product of their labor, i.e. they lose what they 
produce; 2. The act of production—their life-activity; they are excluded from the 
production process; 3. Their species-being or humanity—a culmination of their 
separation from nature and their life activity; they are deprived of their mental and 
physical capabilities, hence they feel less human; 4. Other human beings—they are 
isolated from their work colleagues. 
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According to Aungles and Parker (1989), alienation or dissatisfaction in these areas 
has generally produced conflicts between employers and their employees. Attempts 
to remedy such conflicts have, in the opinion of the authors, resulted in several 
changes in the approaches to work, the first being scientific management or the 
management-oriented approach. Frederick Taylor, Frank Gilbreth, and Lilian 
Gilbreth were prominent exponents of ‘scientific management’ (Ibid.). They 
believed that efficiency would improve if ‘scientific principles’ were introduced 
into the production process.  Taylor (1917) was the first to advance these principles 
hence scientific management became associated with Taylorism. 
 Scientific management places an emphasis on: the use of unskilled labor; matching 
workers to jobs; determining ‘time and motion’ aspects of all jobs so that more can 
be obtained from workers in the shortest time possible, and with minimal rest; 
division of labor; influencing workers’ mental attitudes so they co-operate with 
management; and financial rewards. To seek higher efficiency, employers 
embarked on a mass/assembly-line production scheme that culminated in the 
replacement of human labor with technologies and machines (Hodkinson, 1997). 
Henry Ford managed to successfully integrate scientific management principles 
into mass production, a process which was later known as Fordism (Tsutsui, 2001; 
Guillén, 2006).  
However, the high-level division of labor and segmentation of the workforce led to 
a general decline in the quality of work conditions, resulting in job dissatisfaction, 
which was manifested in high turnover and absenteeism (Schapper & Mayson, 
2005). Industrial relations problems were widespread following management’s 
excessive control of workers (Handel, 2005). These problems continued into the 
latter part of the 1900s, contributing in large part to the economic recession of the 
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1970s and the 1980s (Hardt & Negri, 2000; Baca, 2004; Watson, 2008).  Fordists’ 
ideology gradually crumbled, and Post-Fordism—also called Organized 
Capitalism—emerged.  
Post-Fordism, a production process designed to help provide a quick response to 
changing market requirements, emphasizes job satisfaction, enhancement in 
employee-employer relations, flexibility and autonomy, the use of skilled labor, and 
skills improvement (Hirst & Zeitlin, 1991; Amin, 1994; Watson, 2008; Westover, 
2008; Vidal, 2011). Given these flattering characterizations, one would expect that 
Post-Fordist workers would have higher job satisfaction than their Fordist 
predecessors, but this has not been the case. In fact, evidence from a cross-sectional 
study by Handel (2005) suggests that there has been little change in overall 
satisfaction over the two periods.  
The perspectives of human relations theorists, who generally emphasize the 
importance of quality of life, surfaced from the 1920s (McKenna, 2006; Newton & 
Findlay, 2007) after The Hawthorne Studies that were conducted by Elton Mayo, 
Thomas Whitehead, and Fritz Roethlisberger (Mayo, 1949; Brown, 1954; 
Sundstrom, McIntyre, Halfhill, & Richards, 2000). The first of the Hawthorne 
studies was ‘the illumination studies’ conducted from 1924 to 1927 at the Western 
Electric Company, Chicago, using two workgroups. Lighting was gradually 
reduced for workers of one group but not for the other. Ironically, productivity 
among workers in the former group increased whilst it declined in the latter, 
prompting speculation that other factors, not just light, contributed to their 
efficiency.  
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In the second study (1927-1933), five female employees were tasked to assemble 
electrical relays. Working conditions, such as pay, rest periods, and the number of 
daily working hours were uniformly improved. There was no official supervision; 
only the researchers were present. No matter how the conditions changed, 
productivity improved. It was suggested that the workers’ productivity improved 
because of the attention they received from the researchers, giving rise to the term 
‘Hawthorne effect.’  
The third experiment, ‘the Bank Wiring Observation Room,’ was conducted 
between 1931 and 1933. Three groups, each consisting of three males, were tasked 
to perform wiring tasks. As a result of socialization, two informal groups emerged. 
One group spent a lot of time conversing, debating, playing betting games, and 
uniformly increased their productivity. Workers in the other group joked and 
engaged in prohibited acts, including trading jobs and ridiculing colleagues who 
worked fast; productivity declined within this group.  
Among other things, findings from the three studies revealed that improving 
working conditions extrinsic (or external) to work itself does not necessarily 
translate into increased productivity, and that job satisfaction is greatly dependent 
on social relations compared with financial and other external inducements. It also 
showed that workers feel a sense of satisfaction if their contribution to decision-
making is recognized (McKenna, 2006).   
2.1.1 Summary 
This section reviewed literature relating to the importance and meaning of work. 
The basic characteristics of meaningful work, as well as Marx’s view concerning 
workers’ alienation following industrial capitalism, were outlined. The section 
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presented literature on work processes that alienate workers. It also highlighted the 
attempts made by human relations advocates to influence work processes with the 
ultimate view of improving the overall satisfaction of workers.    
2.2 Theories of race and ethnicity  
To enable a full grasp of the contribution of race and ethnicity to job satisfaction, 
the concepts underlying these three constructs need to be explored. In this section, 
I give an outline of the theoretical underpinnings of race and ethnicity; job 
satisfaction theories are considered later. As part of this, I introduce the concept of 
racialization. Explaining these concepts—i.e. race, ethnicity, and racialization—
provides a basis as to how people culturally identify themselves or are identified by 
others, and exposes the problems that characterize the use of race as a human 
classification concept. It also helps to explain the rationale for asking the current 
research participants to identify themselves in terms of race and ethnicity. Further, 
it helps contextualize and explain any racial and ethnic discrepancies in satisfaction 
that may be observed in the study, particularly between minority and majority 
populations.  
2.2.1 Theoretical concepts of race 
The concept of race is a recent phenomenon, appearing in the English vocabulary 
in the early 1600s (Miles, 1989). It was originally used as a concept for identifying 
and classifying plants and animals (Banton, 1998). From the 1700s, its principles 
were used in science to describe observable human features and, from the early 
1800s, it began to be used in the arbitrary classification of humans (Baker, 1974; 
Banton, 1998), even though ‘there [was] no genetic basis’ for doing so (Freeman, 
2000, p. 224; see also Winant, 2000a). 
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After the adaptation of racial principles to humans, the concept became conceived 
as a natural phenomenon (Banton, 1998; Miles, 1989). People were grouped 
according to lineage—a monogenetic, universalistic doctrine which views humans 
as coming from one species or ancestral stock; type—a polygenesis concept that 
supports the thesis that human beings evolve from varied species of a single human 
genus; and subspecies—which is an integration of monogenetic and polygenetic 
perspectives, i.e. humans evolve from different subspecies (but not species) of a 
common stock; see Banton, 1998, pp. 44-80 for a more detailed description of the 
three theoretical perspectives).  
Bio-racial classification of humans has been based on phenotypic traits, e.g. eye 
color, shape of the face, and skin color (Fozdar, Wilding, & Hawkins, 2009). 
Distinguishing people using a criterion of skin color gained prominence in Western 
societies following the association of white with virtue and black with maleficence 
(Dyer, 1997). People with dark skin and broad, flat noses were, and are still, racially 
classified as Blacks whereas those with lighter skin and thin, high noses are 
considered as Whites (Benedict, 2000). Races are therefore a heritable trait-based 
classification.  
From the mid-1800s, scientists began linking brain size to outcomes, such as 
intellectual capacity, civility, and, White supremacy in general. Some argued that 
people of color have smaller brain sizes than Whites (Morton, 1839; Gould, 1981). 
Some saw the latter as the only civilized race (Smith, 1848). Some, too, were of the 
view that it is impossible for any racial group to develop without affiliating with 
Whites (Gobineau, 1915). Following these thoughts emerged the philosophy of 
eugenics, the scientific proposition that the human race can be improved by 
enhancing the production of desirable traits from desired people and culling of 
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undesirable traits from unwanted ones (Osborn, 1937). Today, race has been linked 
to intelligence quotient, or IQ, scores and some races (e.g. Blacks) are said to be 
less intellectually capable than others (e.g. Whites), in spite of the lack of genetic 
evidence supporting this claim (Jencks & Phillips, 1998).  
Such biological classifications have been systematically exposed as having no 
scientific merit. A report released by a group of scientists at the 1964 UNESCO 
(The United Nations Educational, Scientific, and Cultural Organization) summit in 
Moscow revealed, among other things, that race is not a useful taxonomic concept 
for classifying humans, and indeed it is ‘less useful than the more general concept 
of populations’ (Rex, 2000, pp. 120-121). The report also indicated that nearly all 
observable human features result from an interaction between heritable (genetic) 
and non-heritable (environmental) factors, and that there is no justifiable basis for 
attributing cultural characteristics to genetics. Rex (2000) argues that if biologically 
based racial differences are excluded, then only psychological and cultural 
influences can be evoked to explain racial differences but none of the two is able to 
fully elucidate ‘how it is that men came to be classified as racially different’ (p. 
121).     
Apart from the UNESCO report which condemned visible features as a basis for 
classification, race has been found to contribute an infinitesimal quantity—at most 
.012%—to human genetic material difference (Hoffman, 1994). Further, of the 
50,000 human genes, only ten can account for skin color but these ten genes have 
been found to have no genetic influence on the other sets of genes (Jones, 1993). 
Apart from this, it has been reported that variations within races tend to be more 
pronounced than that across races (Ibid.), i.e. there is more similarity between 
people thought to be of different races than there is between people of the same 
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race. Given this evidence, one may argue that there is more genetic commonality 
between White Australians, Aboriginal and Torres Straits Islanders, and people of 
mixed races, for example, than among White Australians or Black Africans.  
Classifying people into inferior and superior races is an artifact of European 
colonial project, and therefore a recent phenomenon (Hollinsworth, 2006). Indeed, 
a corollary to bio-racial categorization has been the division of humans along class 
and status lines, which often produces racism (Fanon, 1967; van den Berghe, 1995; 
Winant, 2000a). This classification has become a smokescreen for the perpetration 
of economic and social injustice against particular groups of people, depriving them 
of privilege and equal relations (Banton, 1998).  
It should be pointed out, at this stage, that the bio-racial classification of humans, 
which Banton (1998) observed in his review is not particularly relevant to the 
current study. However, his finding that race is a socially constructed phenomenon 
is of relevance, and it is this that the thesis supports. As a social construction, races 
can be described as a socially defined group whose members see themselves, and 
are seen by others, as phenotypically distinct from members of other groups (van 
den Berghe, 1983). This visual identification often reflects, or results in, differential 
access to, and control over, social and economic resources, which in turn affects the 
dynamics of power. Those with increased access to, or control over, the resources 
tend to have more power than those with limited access (Mechanic, 1962; 
Rospenda, Richman, & Nawyn, 1998).  
Two instances may be cited here to help explain why races are a construction and, 
therefore, vary in meaning and composition depending on what culture it is. In 
South Africa, people are seen as belonging to one of the following races:  Black 
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(Africans), White, Colored, and Asian (Indian); in the US, the races are Black 
(African American), White, Native American, Pacific Islander, Hispanic (Latino), 
and Asian (Farquharson, 2007). In Australia, racial categorization, which officially 
started in 1911 and was abandoned in 1981, was Black (Aboriginal) and White 
(European; ABS, 2011d). However, in recent times, the ‘unofficial’ racial 
categories are Whites, Asians, Indians, and Blacks (Farquharson, 2007; The World 
Factbook, 2013). In fact, the original definition of blackness in Australia has 
changed and includes Torres Strait Islanders, Africans, African-Americans, and 
Aboriginals (Farquharson, 2007). Further, whilst in the US people of mixed race 
are seen as Black given that, conventionally, anyone with ‘one-drop’ of ‘black 
blood’ is considered Black, in South Africa, they are said to be Colored (Sweet, 
2005).  
The second example to illustrate why the classification of humans into races is a 
social construction can be seen in South Africa. Prior to the abolition of apartheid, 
people were officially classified as Whites, Indians, Blacks, and Colored (Henrard, 
2002). Under the Population Registration Act of 1950, people were allowed to 
change their race on an annual basis. In 1986, for example, 1,624 applied for race 
reclassification and 1,102 were successful (Lester, Nel, & Binns, 2000; Maré, 
2001), showing that racial identification does vary in the context of time and 
situation. Partly for this reason, Winant (2000a) maintains that ‘race cannot take on 
a life of its own [because]… it is an ideology’ and therefore an illusion’ (p. 183).   
As a social construction—which Winant (2000a) labels the social formation 
process—races are a learned and imagined concept which provides a ‘false but 
persuasive belief in their existence’ (Hollinsworth, 2006, p. 26). As part of the 
social construction, ‘we learn to notice particular differences that have been 
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regarded as important, and to disregard the particular overlap between groups, and 
the variations within groups’ (Ibid.).   
Based on the foregoing, race cannot be, and does not represent, a static concept 
(Goldberg, 1993). Rather, it is a dynamic concept. For this reason, there is little 
consensus regarding what races are and the limits of their boundaries, as seen in the 
above examples. Sometimes races are defined on the basis of parentage, skin color, 
or other phenotypic features; other times they are defined based on nation, 
language, and religious characteristics (Hollinsworth, 2006). In some places, the 
use of the race word is completely avoided (Ibid.)—as evidenced in its omission as 
an official social analytical concept in Australia. Instead, terms like ethnicity, 
ancestry, minority group, cultural group, or migrant community are preferred 
(Graves, 2004; ABS, 2011a). However, some scholars are critical of this 
replacement. Winant (2000b), for example, argues that replacing race with other 
categories is ‘mistaken at best, and intellectually dishonest at worst’ (p. 182). 
Unfortunately, he fails to explain the basis, or offer a reason, for his judgment.  
 Miles (1989), an ardent exponent of the concept of racialization, has been a vocal 
critic of the race concept and has consistently maintained that there are nothing like 
races. For this reason, he prefers to use the phrase ‘the idea of ‘race’’ rather than 
the term ‘race,’ arguing that ‘‘race’ has never been anything other than an idea, a 
social representation of the Other as a distinct sort of human being’ (p. 42).  For 
Miles, races were just created ‘as a prelude to exclusion and domination’ of people 
(Ibid.). Barot and Bird (2001) are critical of certain of Mile’s thoughts on race. 
According to them, his ‘assertion that we should not use ‘race’ because of its 
spurious scientificity does not sanction its use in inverted commas nor imply that 
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racialization with its emphasis on ideology and process is a more useful concept’ 
(p. 613).  
Miles rejects the use of race even as an analytical or descriptive concept, 
questioning that ‘if race is an analytical category that identifies a material object, 
what are its features?’ (Miles, 1989, p. 41). He argues that if race is to be used at 
all, it should only be for describing the purpose for which it was created, i.e. to 
categorize, exclude, and discriminate against people. Some authors diverge with 
Miles on this position because they believe that race has a descriptive value other 
than what Miles suggests and that it should be retained as an important socio-
analytical concept to help ascertain the social significance ‘attached to racial 
attributes that are constructed in particular political and socio-economic contexts’ 
(Smith, 1989, p. 3; see Gilroy, 1987; Anthias, 1990). 
It should be pointed out, at this stage, that even though race is an illusion, many 
people have the belief that they belong to a racial group, hence they think and act 
racially (Fields, 1990; Banton, 1998; Winant, 2000b). As Winant (2000b, p. 184) 
has noted, some societies, including Australia, are ‘so racialized that to be without 
race identity is to be in danger of having no identity.’ To Winant, ‘to be raceless is 
akin to being genderless’ (Ibid.).  What this suggests is that people attach meaning 
to races and as such races are a social reality, and if people ‘define situations as real, 
[then] they are real in their consequences’ (Thomas & Thomas, 1928, p. 572). Thus, 
when conducting an empirical study, it is within reason to find out from the 
participants what racial group they identify with without necessarily subscribing to 
the creeping objectivism of race.    
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Although I concur with Miles that race is not ‘real’ and has lost its scientific 
credibility, I do also share the view of Gilroy, Smith, and Anthias that it has a place 
in social science as an analytical concept. Besides, I agree with Barot and Bird that 
the race word need not be enclosed in quotation marks for it to be meaningful or 
less controversial. It is for these reasons that I have chosen to use race in the thesis 
without quotes. Also, it is for these reasons that I think it is appropriate to place 
participants of this study into racial groups, or ask them what race they identify 
with, in order that their job satisfaction can be studied and analyzed. Without using 
race as a variable, the extent to which job satisfaction differs among the groups 
commonly described this way will be more difficult to track or investigate. 
2.2.2 Theoretical concepts of ethnicity 
Due to the confusion and controversy characterizing the race concept, social 
scientists prefer to identify people using the concept of ethnicity, a derivative of the 
Latin word ‘ethnicus,’ denoting ‘other’ or ‘heathen,’ which appeared in the English 
language as ‘ethnic’ and was used to describe someone who is neither Jewish nor 
Christian (Fozdar et al., 2009). In contemporary times, the word is used to establish 
commonality between one people, delineating the boundary between ‘us’ and 
‘them’ (Ibid.). In line with this, Weber (1922, 1978) believes an ethnic group is 
comprised of people who share a common tradition and history. Members of the 
group, however, do not need to have blood ties. Specifically, ethnic groups are:  
Human groups that entertain a subjective belief in their common descent because 
of similarities of physical type or of customs or both, or because of memories of     
colonization and migration; this belief must be important for group formation;  
furthermore it does not matter whether an objective blood relationship exists  
(Weber, 1978, p.389). 
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For Yinger (1981), an ethnic group is one that: 
Perceives itself and is perceived by others to be different in some combination of
 the following traits: language, religion, race and ancestral homeland with its related
 culture. A group that is different only by race is not an ethnic group (p. 250). 
Later, Yinger indicated that an ethnic group is formed when ‘some mixture of 
language, religion, race and ancestral homeland with its related culture is the 
defining element. No one of these by themselves demarcates an ethnic group’ 
(Yinger, p. 159).    
Yinger’s point is that physical difference, as defined by race, is insufficient to be 
seen as an ethnic group if it is not also accompanied by some aspect of culture. In 
this study, the term ethnicity describes both minority and majority populations 
because members of both groups can identify with a combination of the cultural 
elements embodied in ethnicity (Glazer & Moynihan, 1975; Banton, 2000). Indeed, 
it has been argued that ethnicity ‘now embraces everyone, white…black, and all 
shades in between’ (Fozdar et al., 2009, p. 31). 
Ethnicity is usually explained from two theoretical perspectives: primordialism and 
constructivism (Zagefka, 2009). The former theory posits that people claim 
membership of an ethnic group because of the ineradicable blood or natural ties 
they share with members of that group (Shils, 1957). Constructivism, on the other 
hand, views ethnicity as a social construction and therefore an evolving 
phenomenon (Barth, 1969; Anderson, 1991). The social construction of ethnicity 
can be illustrated, thus: in the US, people of African origin, in their struggle for 
political and civil rights, have adopted several names—Negroes, Negro Americans, 
Afro-Americans, Black, Black Americans, or African Americans—at different 
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times in the country’s history (Glazer and Moynihan, 1975). Recent studies, 
however, suggest a slight preference for African American, although a majority are 
less concerned being called Black or African American (see Newport, 2007 for the 
1991 to 2007 related surveys). In Australia, Aborigines have been called Black in 
the past; they have adopted the Indigenous name to attract global attention to their 
plight; and they have used Aboriginal and tribal names at the national and local 
level, respectively, to advance their cause internally (Fozdar et al., 2009). 
Some constructivists, i.e. instrumentalists and mobilizationists, share the view that 
ethnic groups have the tendency of utilizing their identity to politically wrestle for 
power, status, and scarce resources (McKay, 1982; Smith, 1999). They do so by 
renewing and recreating their identity in the process of advancing their cause, 
according to the instrumentalists (Glazer & Moynihan, 1975). For Glazer and 
Moynihan, ethnic groups are being redefined and reconstructed on a constant basis. 
Constructivists also maintain that the dominant population uses ethnic labeling as a 
social/ethnic stratification tool to assign minorities to different social positions 
(Noel, 1968), providing a convenient platform for discrimination.  
Whether ethnicity is used for political or stratification purposes, it manifests itself 
in power inequality, with the more powerful imposing their desires and wishes on 
the less powerful and the less privileged and, in some cases, discriminating against 
them. It is possible that discrimination will affect how people perceive, experience, 
and evaluate satisfaction with their job and life in general. 
In spite of their differing positions on how people capitalize on their ethnicity, 
constructivists do agree that people can acquire multiple identities (Gorenburg, 
1999; Brubaker, 2002); a view shared by orthogonal cultural identification theorists 
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and supported by the present study. The orthogonal theory maintains that people 
can acquire multiple ethnicities without losing their original ethnic identification 
(Oetting & Beauvais, 1990-1991; Oetting, Swaim, & Chiarella, 1998). However, 
Hale (2004) rejects this position, arguing that people can have multiple dimensions 
of identity or multiple identification but not multiple identities. To Hale, a person’s 
identity is the ‘personal points of reference [or dimensions of identity]’ that 
completely describe who that person is and relates him or her to the social world 
(p. 480). Thus, there is nothing like identity switching. Rather, people tend to place 
emphasis on different dimensions of the same overall, unified identity in response 
to changing circumstances (Ibid.). 
Although ethnicity seems to be a much preferred analytical concept than race, it 
still attracts scholarly concerns. It has therefore been suggested that ‘it might be 
good to abandon the concept altogether’ because the ‘whole conception of ethnic 
groups is so complex and vague’ (Stone, 1995, p. 391; see Weber, 1922, 1978).   
2.2.3 The concept of racialization  
 Racialization has gained popularity as a concept for elucidating social processes 
and action mainly in response to the much discredited and spurious scientificity that 
continues to characterize the notion of race. One of the leading advocates of the 
racialization discourse is Robert Miles. The concept, Miles (1989) indicates, was 
introduced into the field of sociology by Banton (1977) but was first used by Fanon 
(1967), a claim that has been rejected by Barot and Bird (2001) who have 
demonstrated that the concept was in use much earlier. According to the two 
authors, racialization was used in physical anthropology and in religious, national, 
and political discussions beginning from 1899 and into the early 1930s but it 
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disappeared until its re-emergence in the sociology of race and ethnic relations 
(Barot & Bird, 2001, p. 603-604). Throughout those years, the term was explained 
in many ways, engendering a diversity of meanings and it still is the case to date. 
This has produced confusion about ‘what exactly is meant by racialization in every 
instance where it is used, and what it is being claimed in explanatory terms in the 
name of racialization’ (Murji & Solomos, 2005, p. 2).    
Fanon (1967), for instance, sees racialization as a dehumanization project of 
European development and colonization, which associated good and virtue with 
whiteness but evil and anathema with blackness.  It is this social, psychological, 
and material process of domination that has facilitated the creation of 
colonizer/colonized and Black/White binaries (Gupta, James, Maaka, Galabuzi, & 
Andersen, 2007). Thus, although racialization is a dialogical concept (Hesse, 1997; 
Fanon, 1967), it is, indeed, a European ideology. Further, Fanon is of the view that, 
through racialization, European colonizers are able to slough off their guilt and 
instead blame the colonized entities for their own oppression and inability to govern 
themselves. On the basis of Fanon’s (1967) interpretation, racialization can be said 
to occur via: the reduction of the universe’s many cultures to a simplistic category 
of races; the hegemony of White and European culture which finds little need in 
dialoguing with ‘other cultures’ in determining how people in the globalized world 
should be represented; and disputations among racialized groups with respect to 
how race is conceived (Hesse, 1997, pp. 99-100).      
Racialization, in the view of Banton (1977), is a part of the Western colonial project 
where, from the fifteenth century onward, visibly distinctive features formed the 
basis for human classification. According to him, racialization is a process 
‘whereby a mode of categorization was developed, applied tentatively in European 
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historical writing and then, more confidently to the populations of the world’ 
(Banton, pp. 18-19).  
Reeves (1983, p. 174) understands racialization as a social ‘process of adopting race 
in situations where it did not previously occur.’ For this reason, racialization creates 
racial consciousness in situations where it never existed.  This consciousness takes 
place practically and ideologically. Whereas practical racialization pertains to 
‘changes in the real world, in conscious or non-conscious social behavior and 
cultural and physical characteristics,’ ideological racialization emanates from 
‘changes in the symbolic world in the way human beings choose to account for what 
they perceive and how they act’ (Ibid).   
In Miles’s (1989) perspective, racialization refers to the ‘historical emergence of 
the idea of ‘race’ and to its subsequent reproduction and application’ (p. 76). Miles, 
who believes that there is no race and rejects the use of race as an analytical concept, 
sees racialization as ‘a process of categorization, a representational process of 
defining Other (usually but not exclusively) somatically’ (p. 75). It is, thus, a 
dialectical process of attributing meaning to certain biological human features for 
the purposes of classification (Miles, 1989).  Simply put, Miles conceives 
racialization as a way by which the dominant majority uses physical, biological 
human attributes to place minorities into categories, as Banton (1977) also affirms, 
and assigns them a lower status in society. Earlier, Miles (1982) had argued that 
this social process enables people to articulate and reproduce racist ideology with 
the view to discriminating against other individuals. Like Banton, he links 
racialization to European colonization. However, he specifically associates the 
concept with labor market challenges, in particular of minorities (Miles, 1987). He 
holds the inequity in power relations that characterizes modern capitalism 
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responsible for the racialization of migrants and humans in general. For this reason, 
it is believed that racialization ‘has its effects in class and production relations and 
the idea of ‘race’ may not…even be explicitly articulated in this process’ (Miles & 
Torres, 1999, p. 33).  Indeed, between Fanon, Banton, and Miles there is a broad 
consensus that racialization is a European artifact; something that is used to 
undermine other cultures.   
Winant’s (1994) description of racialization by way of attempting to strike a 
distinction between the concept and racial formation seems to muddy the 
racialization discourse. To begin with, Winant considers racialization as a vital 
process in racial formation. The former, he believes, entails conferring racial 
meanings and identities to previously racially unclassified entities. In contrast, the 
theory of racial formation emphasizes that ‘although the concept of race appeals to 
biologically based human characteristics (so-called phenotypes) selection of these 
particular human features for purposes of racial signification is always and 
necessarily a social and historical process’ (Winant, 1994, p. 59). It is for this reason 
that although the scientific invalidity of race has been exposed, racial meanings 
continue to become a constant feature of social life.  
Delgado and Stefancic (2001) and Mukasa (2005) see racialization as a process of 
injecting racial elements into social issues and discourses. This way, issues and 
policies that are not meant to have racial significations ‘become sucked into racial 
politics, and thereby racialized’ (Murji & Solomos, 2005, p. 21). In addition to this, 
Delgado and Stefancic (2001) see racialization as a ‘process of creating a race’ (p. 
154).   
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Henry and Tator (2002), like Reeves,  believe that racialization occurs when groups 
not previously defined as ‘races’ have come to be defined in this way (see Small, 
1994, for a similar explanation). To them, it is an integral ‘part of the process by 
which populations of people are constructed, differentiated, inferiorized and 
excluded’ (Henry & Tator, 2002, p. 11.), which appears consistent with Miles’s 
(1982) position that racialization culminates in discrimination. According to Henry 
and Tator, the purpose of racialization is in accentuating the socially constructed 
nature of races through its exposure of the specious scientificity of racial 
classifications.  
Murji and Solomos (2005, p. 3) see the concept as a part of the social and 
institutional process that defines ethnic and group boundaries in terms of race, 
usually understood as color, or biological difference. It describes processes by 
which racial meanings are attached to certain social actions or phenomena, e.g. job 
satisfaction—which has become a racialized concept in the US, depicting 
minorities, in particular Blacks and Hispanics, as having lower satisfaction because 
they are materially deprived (see Lundquist, 2008). Further, Murji and Solomos 
(2005, p. 9) consider racialization as a ‘race-making’ and race-thinking social 
process; a medium through which racial categories are formed. 
From Nayak’s (2005) perspective, racialization is a bifurcating political resource 
that has been used to create imagined homogenous communities in the world. Thus, 
it is a way of perpetuating racial divisions in society. Its effect on the racialized 
group can be detrimental, favorable, or ambiguous.  Like Miles (1982), Nayak 
perceives racialization as a labor market artifact but he maintains that it is an 
essentialist project—a political tool which the majority group, by virtue of its 
hegemonic power, utilizes to strike divisions in sections of the working class. 
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Earlier, Nayak and colleague had argued that much of the work on racialization has 
focused on ethnic minorities as racialized groups (Bonnett & Nayak, 2003), and 
according to Murji and Solomon (2005), this has assisted whiteness to evade 
‘racialization and maintain its position as dominant, normative, and transparently 
set apart from the question of race’ (p. 147).   
Skinner (2006) emphasizes the socio-political considerations of race formation in 
racialization. To him, the concept of ‘‘racialization’ refers to the social and political 
processes whereby racially distinct groups are constituted’ (p. 460). In view of this, 
it reflects the mundane social processes that construct and sustain race as a 
meaningful phenomenon (Spalek, 2008a). More recently, racialization has been 
seen as the ways in which individuals, as well as institutions, categorize and treat 
people and groups in racial terms (Simpson, James, & Mack, 2011).  
As can be seen, there is an obvious lack of consensus on the exact meaning of 
racialization. However, there is a broad understanding that it is a step beyond the 
essentialist or biological conception of race. Although the ‘scientific’ status of race 
has been impugned, it still is an enduring and intractable feature of the lived 
experience of people and, as Barot and Bird (2001) have observed, ‘it is this 
problem of the lived experience of people on the one hand and uneasiness of 
sociology with the concept on the other, that seems to account for the current 
popularity of racialization’ (p. 601).  
In spite of what has been said, there seem to be a broad consensus that racialization 
is detrimental mainly because it ‘carries with it the oppressive inscriptions of 
power’ (Nayak, 2005). Nevertheless, attaching one’s self to a designated racial 
group and conferring positive meaning to this attachment is not only a popular 
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thinking but a common practice for minority groups seeking to defend and affirm 
their collective identity (Barot & Bird, 2001).    
From the foregoing, it is evident that racialization affirms one thing: that race is a 
social construction. It sustains the notion that ‘races do in fact exist, but as a socially 
constructed reality’ (Mukasa, 2005, p. 27). This way, it ‘dovetails with the concept 
of races’ (Ibid.), enabling the use of the race terminology in this thesis without being 
seen as actually endorsing the original biological meaning of the concept and 
therefore prompting the need for it to be enclosed in ‘scare’ quotation marks.   
2.2.4 Summary and conclusion 
In this section, the rationale for reviewing literature on theories relating to race and 
ethnicity was presented. The review identified various theories but it focused on the 
social construction aspects of the concepts. To enhance the comprehension of race 
as a concept, the concept of racialization was also reviewed. Further, the 
interconnectedness of race and ethnicity to power was discussed. 
As the review has revealed, people have been grouped into races based on arbitrary, 
biological characteristics. Such bio-racial classification has no merit. It is now 
acknowledged that race is a social construction, however it is also clear that visible 
difference along racial lines has manifest social effects, particularly around 
discrimination and exclusion (Guillaumin, 1995; van den Berghe, 1995; Banton, 
1998; Winant, 2000a). Some social scientists have strong reservations about race 
and racial classification (see Miles, 1989; Guillaumin, 1995). Others, however, 
believe that race is a social reality and cannot be avoided (see Yinger, 1985; 
Chapman, 1993). Thus, race is a polemical concept, even among social scientists. 
In spite of the confusion associated with usage of the concept, it is difficult to 
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discourage its use ‘because of the assumptions of contemporary humans that they 
belong in ‘races’’ (Banton, 1998, p. 113). Nonetheless, aattention is shifting to 
ethnicity as a preferred identification concept and as a way of circumventing the 
race problematic.  
2.3 Immigration 
The present section discusses issues relating to immigration. It begins with a review 
of the major theories that explain the concept, namely neoclassical, push-pull, 
historical-structuralist, demand-driven migration, and new economics of labor 
migration theories. Older theories are considered first, followed by relatively newer 
ones. In addition, the section gives background information relating to the historical 
and contemporary context of immigration to Australia and Western Australia as 
well as policies that have shaped the flow of migrant workers to these jurisdictions. 
This information is relevant not just because the research investigates the 
satisfaction of people from different races and ethnicities some of whom are 
migrants but, more importantly, because it could provide a basis for understanding 
and/or explaining the nuances in satisfaction outcomes, if any, that may be observed 
across the groups.  
2.3.1 Theories of immigration  
Neoclassicals/functionalists believe that people make a calculated decision to 
migrate to seek higher wages and better their economic circumstances. In doing so, 
they contend, people move from places of abundant, cheap labor to places where 
labor supply is limited and expensive. Through the flow of labor from ‘high 
pressure’ to ‘low pressure’ regions, they assert that the economic disparity between 
the regions would converge (Thornthwaite, 1934, p.1; e Haas, 2010).   
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Push-pull, the dominant framework for explaining migration in recent times—and 
closely associated with Lee (1966)—assumes that people migrate to improve their 
economic status. However, it also argues that people migrate for environmental, 
socio-political, and emotional reasons (Mangalam & Schwarzweller, 1968; Bauer 
& Zimmermann, 1998; Castles & Miller, 2003). Thus, push-pull principles are at 
odds with, or are an extension of, those of neoclassical theory. However, like 
neoclassical, push-pull assumes that migration decisions are made individually on 
a calculated basis (Lee, 1966; Jenkins, 1977; Luibhéid, 2008). According to this 
theory, positive factors pull people to destination areas, or encourage them to stay 
at their place of origin; negative factors discourage migration to destination areas 
or push people to leave their place of origin. Between the places of origin and 
destination are intervening factors, such as immigration restrictions that tend to 
constrain migration.   
The historical-structuralist, Marxist, or the asymmetric growth model—henceforth 
described as the structuralist theory—assumes that migration is usually from poor 
nations to wealthy nations, a view shared by push-pull and neoclassical advocates. 
Structuralists maintain that immigration is a policy tool that is used by wealthy 
nations to segregate the working class and, in doing so, lift their citizens to a higher 
socioeconomic level than immigrants, who usually enter the host society at a lower 
socioeconomic level (Meyers, 2000). They also maintain that capitalism creates an 
‘industrial reserve army’ in impoverished societies which wealthy nations tap 
during periods of economic development but jettison during downturns (Hollifield, 
1992, pp. 570-571). This way, migrants are viewed as temporary commodities; their 
labor ‘can be bought…, used and dispensed with’ when it is no longer needed 
(Littler & Salaman, 1982, p. 252; see Yates, 2011). 
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Two theoretical frameworks—the dependency and world-system theories—support 
the structuralist model. The dependency theory argues that the struggle for 
economic development of poor sending nations results from their association with 
industrial capitalism, as well as their historical contact with wealthy or receiving 
societies (Dos Santos, 1970; Frank, 1989; Portes & Borocz, 1996). The world-
system theory, proposed by Wallerstein (1974, 1976, 2011), defines the world-
system as ‘a unit with a single division of labor and multiple cultural systems’ 
(1974, p. 390). It is ‘a social system, one that has boundaries, structures, member 
groups, rules of legitimation, and coherence’ (Wallerstein, 1976, p. 229). 
Wallerstein maintains that international division of labor within the world-system 
is unevenly split between core-states and peripheral areas.  The core-states have 
powerful political and economic machinery that enables them to exploit resources 
of the peripherals. Migration of labor is one of the ways exploitation is perpetuated, 
with the view to ensuring their ‘continued economic dominance and stability’ 
(Fozdar et al., 2009, p. 68).  
Thus, the structural organization of the world economy, which ensures that some 
nations remain in perpetual underdevelopment, leaves people in these countries 
with no better alternative than to migrate to the ‘world empires’ where their labor 
is cheaply required. Core-states like the US, Canada, the UK, and Australia have 
been known to recruit doctors, nurses, and other professionals from peripheral 
nations like Ghana and Zimbabwe. Current data is hard to come by, however, it is 
estimated that, beginning from the 1990s, at least 20,000 skilled professionals 
migrated annually from Africa to the Western world (Mutume, 2003).  
The major driving force behind the fourth theory, the demand-driven migration 
theory, has been Piore (1979). In proposing this theory, he argues that massive 
 42 
 
migrations from impoverished to wealthy nations have often been initiated by the 
latter through active recruitment of labor from the former to fill jobs that are usually 
low in skills requirement, security, social status, advancement opportunities, and 
physically hard to do.  There are three main perspectives to this theory: that 
migration is a result of shortages of labor, hierarchy of jobs and employment 
opportunities, and labor market segmentation.  
The shortages of labor perspective posits that in times of economic upswing, natives 
(nonmigrants) are extensively recruited beyond which labor shortages ensue. The 
shortages tend to occur in less desirable jobs that have been rejected by the natives. 
The hierarchy of jobs and employment opportunities hypothesis argues that people 
work to maintain a good status in the social hierarchy. Citizens of wealthy nations 
often aspire to ascend the job hierarchy because jobs at the bottom lack social 
recognition. In view of this, they prefer that migrants take those jobs. The third 
perspective, labor-market segmentation, dichotomizes labor markets into primary 
and secondary sectors, each with a distinct set of demographic and job 
characteristics (Massey et al., 1993; Peck, 1996; Hudson, 2007). The primary 
sector, which is reserved for mainstream, has ‘desirable’ jobs characterized, for 
example, by promotional opportunities, security, and good earnings (Cain, 1976; 
Piore, 1979; Reisinger, 2003). The secondary sector is dominated by jobs that have 
poor characteristics, and employs migrants and people who are discriminated 
against or those who have little to modest skills.  
The new economics of labor migration (NELM), proposed in the 1980s and 1990s, 
is the most recent immigration theory (Stark & Bloom, 1985; Taylor, Rozelle, & de 
Brauw, 2003; de Haas, 2010). The NELM theory, generally,  maintains that 
migration decisions are not only made by the individual migrant but collectively by 
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families and households, usually with the object of sharing risks and securitizing 
economic resources through remittances that are received from the migrant they 
collectively sponsor (Lucas & Stark, 1985; Katz &Stark, 1986; Lauby & Stark, 
1988; Stark, 1996). The collectivity, according to the theory, stems from the 
difficulty of accessing credits, insurance, and government entitlements in 
developing economies. Like most other theories, NELM focuses on migration 
inflows from impoverished to affluent regions, and assumes that migration is 
economically driven.  
2.3.2 An overview of Australia’s immigration and immigration policy 
In this section, the literature on Australia’s immigration and immigration policy is 
reviewed but in two contexts: pre-Federation and post-Federation immigration.   
2.3.2.1 Pre-Federation immigration 
The colonization of Australia began in 1788 when a ship carrying 1,030 people 
comprising 736 British convicts and seventeen of their children landed on the east 
coast under the captainship of Arthur Phillip (DIEA, 1978). He was cautioned by 
the British government to treat the Indigenous people (Aboriginal and Torres Straits 
Islander people) of the land with dignity and avoid any violence against them, or 
there supposedly would be punishment (Woolmington, 1973; DIEA, 1978). Along 
with the convicts were 257 marines and their wives and children, and nineteen 
officials. The convict population, which became the primary source of labor, 
increased sharply and by 1830 they constituted 82% of the colonial population 
(Ibid.). Of the 160,000 convicts imported into Australia between 1788 and 1868, 
the majority was received between 1820 and 1850 (Sherington, 1990). Relying on 
convict labor was considered problematic for two reasons. Firstly, they were 
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perceived as inferior, and secondly, they could not sustain the colony’s labor needs 
(Fozdar et al., 2009). 
To address the shortages that had been crippling the newly introduced sheep and 
wool industry, a bounty scheme was established, which brought in 40,000 migrants 
between 1835 and 1841 (DIEA, 1978; Sherington, 1990). Under the scheme, 
employers in Australia and migrant recruiting agents in Britain were given an 
incentive for every labor they brought to the colony.  Under the pretext of a threat 
to wages and conditions, the colonizers requested the British government to prohibit 
‘coolie’ (Asian) labor from Australia (Hollinsworth, 2006). In 1840, a dramatic 
decline in wool prices culminated in economic depression that led to a considerable 
curtailment of passage assistance.1 As part of addressing unemployment during 
these times, a Catholic philanthropist by the name of Caroline Chisholm established 
another scheme that became known as the Family Loan Colonization Society 
(DIEA, 1978; Sherington, 1990). The scheme secured employment contracts for 
family units that wanted to migrate to Australia. Between 1815 and 1850, it brought 
in many migrants with various trade backgrounds. Prior to the 1850s, there were 
very few non-British settlers in Australia. However, gold finds  from the 1850s in 
the eastern colonies of New South Wales (NSW) and Victoria brought a large 
number of people from outside Britain, particularly from China, the US, New 
Zealand, and Europe—mainly Italians, Norwegians, Swedes, and Danes (Jupp, 
2001).  
                                                 
1 Few migrants received assistance prior to 1831. However, between 1831 and 1980, the number of 
assisted immigrants increased nearly four-fold (Price, 1987). Between 1947 and 1971, 2.5 million 
people from all parts of Europe received assistance to migrate to Australia (Ibid.). The policy was 
discontinued by the Fraser government in the late 1970s, after 150 years (Jupp, 2007). 
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Between 1852 and 1860, 290,000 British and Irish migrants arrived in response to 
the gold mines, nearly all of them assisted, compared with 20% of migrants outside 
of the British Isles who received such assistance (Sherington, 1990).The relatively 
rapid increase in Chinese arrivals provoked socio-cultural and economic 
uncertainties, which caused consternation among the xenophobic White population 
leading to the first anti-Chinese mob riots by employee unions beginning in 1854 
in Victoria’s Buckland River goldfields and subsequently in Lambing Flat, New 
South Wales (Sherington, 1990; Ryan, 1995; Hollinsworth, 2006; Fozdar et al., 
2009). These insurrections, some of which resulted in lynching, occurred almost a 
year and a half after the Chinese first arrived (Curthoys, 2003), and were directly 
related to a decline in the annual income of White miners. For example, income 
levels of Bendigo miners dropped from $780 in 1852 to $216 in 1857 (Yarwood & 
Knowling, 1982). Following the riots, the two colonies enacted legislations that 
generally barred the employment of Asian labor and restricted the entry of Chinese, 
imposing on them a ten pound residence fee, poll taxes, and a quota of one Chinese 
per hundred tons of any vessel that brought them to Australia (Price, 1974; DIEA, 
1978; Markus, 1979; Curthoys, 2003). In solidarity with White workers, between 
June 1893 and 1961, the Bulletin tabloid proclaimed as its slogan ‘The cheap 
Chinamen, the cheap Nigger, and the cheap European pauper to be absolutely 
excluded’ (Yarwood & Knowling, 1982, p. 185). 
The depletion of New South Wales’s  and Victoria’s gold reserves in the 1860s 
brought high unemployment, which, as has usually been the case in Australia, 
resulted in hostilities toward migrants, especially Chinese who were attacked as 
‘scabs’ (Hollinsworth, 2006, p. 88). Eventually, many returned home. However, 
those who remained left the goldfields and moved into towns where many became 
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shopkeepers, cabinet makers, and merchants (Sherington, 1990). Assisted 
migration ceased by the end of the 1880s in all colonies except Queensland and 
Western Australia, where gold had just been discovered (DIEA, 1978). As in 
Victoria and New South Wales, gold discovery in Queensland generated an influx 
of Chinese migrants (Hollinsworth, 2006). In certain regions, Chinese workers 
greatly outnumbered their European counterparts; in Palmer River, for example, 
there were 17,000 Chinese competing with 1,400 Europeans for the goldfields jobs 
(Reynolds, 2003). As was the case in the NSW and Victoria colonies, Queensland 
passed a legislation to curtail the influx of Chinese into the goldfields (Yarwood, 
1968).  
In addition to the Queensland authorities recruiting migrants for the gold mines, 
between the 1860s and the late 1890s they brought in Pacific Islanders 
(Melanesians)—popularly called the Kanakas—mainly from New Hebrides 
(Vanuatu) and the Solomon Islands as indentured laborers to work on sugarcane 
plantations in Queensland and northern New South Wales (DIEA, 1978; 
Sherington, 1990; Hollinsworth, 2006). This operated under an 1868 legislation 
which was erroneously labeled the Polynesian Laborers’ Act (Sherington, 1990; 
Hollinsworth, 2006). Pacific Islanders were preferred to Indigenous Australians 
because they were considered more industrious, well-behaved, and racially superior 
(Hollinsworth, 2006). Some migrated voluntarily, but many were ‘black-birded’ or 
kidnapped (Evans, Saunders, & Cronin, 1993). Indeed, over 13,000 of them were 
killed during the establishment of the Queensland plantations (Yarwood & 
Knowling, 1982). As opposition to their importation grew following agitation over 
competition for jobs and racial dilution, they were barred from entry into Australia 
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and many were deported under the Pacific Islanders Laborers Act of 1901 
(Hollinsworth, 2006).  
During the east coast gold mining era, little was known about Western Australia. 
As was the case in the eastern colonies, the discovery of gold deposits in Western 
Australia during the 1890s culminated in a massive influx of migrants from both 
international and domestic sources. Because this research was conducted in 
Western Australia, the unique features of the historical and contemporary context 
of the state’s immigration and immigration policies are reviewed later in detail.  
2.3.2.2 Post-Federation immigration 
In the latter periods of the 1890s, there was a clamor for a Federation of the colonies 
and a formalized national immigration policy; both were realized in 1901.  The 
agitation was chiefly sparked by the economic depression that loomed from the 
1890s and into the early 1900s, as well as apprehension over racial contamination 
(Sherington, 1990; Richards, 2008). From the very beginning, Australia was fearful 
of the ‘melting pot,’ thus all considerations of a heterogeneous society were 
jettisoned (Rothwell, 2003). Federation was pillared on three core principles: 
exclusion of foreign-born non-Whites; employment restrictions on non-British 
nationals, and marginalization of Indigenous people (Hollinsworth, 2006; Richards, 
2008). To achieve these objectives, the institutionalized racist policies of the 1800s 
that restricted the entry and employment of colored people were formalized into the 
Immigration Restriction Act of 1901, which was notoriously termed the White 
Australia Policy2 (White Australia).  
                                                 
2 Several events forced successive Australian governments to gradually modify the White Australia 
Policy. These included the Dutch occupation of Van Diemen’s Land, now Tasmania; Russia’s 
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The racism and xenophobia that underpinned White Australia were in response to 
the belief in the 1800s and early 1900s that Whites were superior to other races 
(Hunt, 1865; Gould, 1981). It is believed that riots in the 1850s and 1860s against 
the influx of Chinese labor also helped lay down the foundation for the policy (Jupp 
et al., 2007). The policy, which barred Chinese, Japanese, Indians, Pacific and 
Indian Islanders, and Africans—including those from Europe—from entering 
Australia was enforced well into the late 1960s (Rothwell, 2003). It also barred the 
entry of mixed-race migrants unless they could prove that three of their four 
grandparents were White (Peters, 2010), or that they were 60% European and only 
40% non-European by descent (Richards, 2008).  
For the purposes of excluding colored people, White Australia incorporated a 
dictation test provision that was adapted from the Western Australian Immigration 
Restriction Act of 1897 (see Atkinson, 1988). The provision authorized 
immigration officers to have migrants write out a fifty-word passage in any 
European language at a dictation speed (Ibid.; Fozdar et al., 2009). No non-
European passed the test from 1909, and according to a 1936 review by the 
Australian Institute of International Affairs, the test ‘worked extremely well in 
practice’ (Jay, 1936, p. 44) because it helped exclude most ‘undesirables.’ It ceased 
                                                 
occupation of the Pacific;  the withdrawal of the British military; the death of over 95,000 army 
personnel in the two world wars (more than 60,000 in WWI and 35, 000 in WWII); Japanese defeat 
of the European giants, Russia, as well as their bombing of Townsville, Katherine, Darwin, Broome, 
Wyndham, Derby, and Port Hedland, and their attack of the Australian coastlines, including the 
Sydney Harbor, between 1942 and 1943 (see Jupp, 2007). These events, along with the fear of 
China’s colossal population and growing economic power, brought anxiety about the possibility of 
foreign invasion and the fear of racial and population decline, which compelled Australia to make a 
choice between having to populate or perish (Hollinsworth, 2006; Richards, 2008). They chose the 
former. Thus, the Commonwealth embarked on a massive recruitment of Europeans, other than 
British, between 1947 and 1972 through assisted passages, which was a major shift in the country’s 
immigration policy (Richards, 2008).  
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to be used from the late 1930s but it was not until 1958 that it was phased out all 
together under the revised Migration Act. By then, it had excluded at least two 
thousand ‘undesirable’ people (Richards, 2008). Because the nation’s labor 
movement feared that migrants from non-European countries would drive down 
wages and depress living standards, they supported White Australia (Jupp, 1995). 
This fear, Jupp argues, played a major role in founding the Australian Labor Party 
in 1891.  
At Federation, the nation’s population was around three million with very few non-
Whites, of which the majority lived in the northern part of the country—a place the 
colonizers considered uninhabitable (The Australian Archives, 2004). Non-Whites 
were mainly Chinese, British Indians, Syrians, South Sea Islanders, Japanese, 
Fijians, and Africans from Mauritius and Cape of Good Hope (Ibid.; ABS, 2008). 
About 15% came from Britain, the largest single group of migrants from 1788 until 
1996, when they were surpassed by New Zealand nationals (ABS, 2008). However, 
they still remain the largest overseas-born group, constituting nearly 5.5% of the 
total population (ABS, 2011-12, 2012-13).  
In the early years of White Australia, assisted migration was considerably curtailed 
and departures exceeded arrivals—one of the reasons being that many non-British 
felt they were being treated as second-class citizens (DIEA, 1978; Sherington, 
1990). However, from 1911 until the First World War commenced, the economy 
slowly improved and the trend reversed. Prior to the war, Syrians and 
Mediterranean laborers, including Maltese from the British colony, experienced a 
lot of animosity.  They were called names, such as cheap laborers, Orientals, Blacks, 
and semi-Whites (Sherington, 1990). However, during the war, their labor was 
needed so they were tolerated. At the 1921 census, the country’s population stood 
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at 5,436,000 (Ibid.), which was considered too low for any meaningful economic 
development. For this reason, assisted migration resumed and migrant intakes were 
increased considerably. From the late 1920s to the early 1930s, over 300,000 
migrants arrived (DEIA, 1978), most of them British who had received assistance 
under the Empire Settlement Act of 1922 (Appleyard, 1964).  
Different states embarked on different land settlement schemes to entice migrants. 
Western Australian authorities embarked on an ambitious scheme to attract 75,000 
migrants, which was expected to ensure labor self-sufficiency in the dairy-farming 
industry (Peters, 2010). Migrants’ composition of the labor force began to increase 
and by the late 1920s they comprised 60% of the labor force in the manufacturing 
sector. As was often the case, xenophobic attitudes began to mount against non-
British migrant groups as their populations continued to increase. The Australian 
Worker, a union paper, described South-Eastern Europeans as ‘miserable semi-
slaves,’ ‘backward and degraded,’ ‘part white,’ and ‘strikebreakers’; French as 
‘Negroid,’;  and Maltese as ‘inferior races’ (Richards, 2008, p. 105). The remarks 
by Ben Chifley, the Labor leader in 1928, that many dagoes and aliens have been 
allowed into the country and are taking jobs that ‘rightly belonged to Australians’ 
clearly did not help the cause of migrants (Richards, 2008, p. 108).  
The depression in 1929 and the early 1930s led to the loss of many jobs, which, as 
in the 1840s and the 1890s, steepened antagonism toward migrants who were 
blamed for the country’s predicaments (Sherington, 1990, p. 115; Richards, 2008).  
This resulted in severe entry restrictions being imposed on them, and assisted 
migration was discontinued. As has always been the case in Australia, when the 
economic situation began to improve from the late 1930s, more migrants were 
sought abroad.  However, it became evident that it was going to be difficult to obtain 
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the desired numbers from within the British Empire so attention was shifted 
elsewhere. At a refugee conference in Evian, France, the Australian government 
reluctantly agreed to accept 15,000 Austrian and German refugees. However, this 
did not materialize due to the Second World War (Sherington, 1990). In its place, 
7,000 Jewish refugees were brought in, marking the beginning of large-scale non-
British immigration to Australia.  
Severe labor shortages limited the implementation of several projects after the war, 
however the birth rate was not increasing fast enough to supply the needed labor 
(Martin, 1989). Accordingly, a large-scale, planned immigration program was 
embarked upon from 1947 by giving assisted passages to Americans and 
Europeans, mainly British, Polish, Dutch, Norwegian, Belgian, Danish, and French 
ex-service men. To reduce the critical labor shortages specifically in the housing 
industry, the government sought refugees from the Baltics who had trade 
qualifications. In 1948, various government bilateral agreements were reached that 
brought in migrants from Ireland, Italy, Hungary, Bulgaria, and Romania. Their 
labor also helped to address the labor shortages in the agricultural, health, and 
transportation industries. Prior to this sustained migration, 90% of the arrivals had 
been British (Sherington, 1990). By 1947, the population was 7.5 million—90% 
were born in Australian, 7% in Britain, and 1.3% outside of continental Europe 
(DEIA, 1978). Excluding the Indigenous people, migrants born outside of Europe 
comprised 0.25% of the population (Hollinsworth, 2006), an evidence that White 
Australia was quite effective in prohibiting non-Whites.  
In 1949, the Good Neighbor Council was established to assist in the assimilation of 
non-British migrants. In the years that followed, migrant workers contributed in 
several ways toward the ‘Special Projects’ procedure, which included the 
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development of the Snowy Mountains hydroelectric scheme, Tasmania 
Hydroelectricity Commission, South Australian Railways, and AV Jennings 
projects (Richards, 2008). Under the procedure, 77,000 workers from Germany, 
France, Austria, Italy, and Malta were imported. Notwithstanding their 
contribution, some migrant groups, in particular Southern Europeans, were often 
labeled as ‘enemy aliens’ (Sherington, 1990, p. 143). 
Between 1946 and 1951, the economy improved considerably, with unemployment 
close to zero (DEIA, 1978).  The contribution of the Australian-born to the total 
workforce during this era was low due to the considerable decline in the birth rates 
prior to the First World War and during the 1929/1930s depression (Sherington, 
1990; Peters, 2001). To address the future labor needs, Arthur Calwell, the historic 
architect of the country’s post-war immigration policy, advocated an annual intake 
of 70,000 migrants, hoping that 90% would come from the UK (Appleyard, 1964; 
Hollinsworth, 2006). This ended up being an overly ambitious target given that the 
proportion of UK migrants relative to the total intake had started declining from the 
late 1940s. Indeed, the proportion fell from 40% between 1947 and 1951 to 30% 
between 1951 and 1961 (Markus, 2001).  As part of the policy, Calwell developed 
the ten-pound scheme that ran from 1947 to 1972. Under the scheme, £10 was 
offered to each adult British emigrant and £5 to each accompanying child they had.  
Attention was drawn elsewhere as the goal of procuring most migrants from the UK 
proved increasingly elusive. In 1952, tripartite agreements with the 
Intergovernmental Committee for European Migration and the Spanish, Belgian, 
Greek, and Austrian governments brought in assisted migrants (Sherington, 1990). 
By then, 170,700 displaced persons (DPs) mainly from Poland, Hungary, Italy, 
Ukraine, Latvia, Czechoslovakia, and Yugoslavia had arrived (APIC, 1977; Jupp, 
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2007; Fozdar et al., 2009). In addition, refugees from northern Cyprus, Lebanon, 
and Indo-China as well as from Trieste and Sicily in Italy were received beginning 
from the mid-1950s through to the late-1970s (DIEA, 1978; Viviani, 1996).  
Moreover, various assisted passage schemes, special arrangements, and agreements 
with other national governments brought in thousands of migrants from Denmark, 
Norway, Sweden, Finland, Switzerland, France, Turkey, the US, Russia, Armenia, 
and Chile, most of them self-funded. To add to the British numbers, the ‘Bring out 
a Briton’ campaign was initiated to encourage employers, friends, and relatives to 
sponsor people they knew who wanted to come to Australia (Appleyard, Ray, & 
Segal, 1988). The ‘Nest egg’ scheme, another initiative for the British, offered £10 
to willing emigrants who could declare over £500, or who could arrange their 
accommodation in Australia (Ibid.). These agreements and initiatives led to an 
unprecedented population growth from 7.5 million in 1947 to 12.7 million in 1971 
(Jupp, 2007). 
In 1958, the Migration Act was revised and all references to race were discarded.3 
In addition, some of the restrictions that targeted non-Whites and non-British were 
relaxed and the dictation test was abolished (Richards, 2008). This was considered 
necessary given the difficulty in recruiting labor from traditional sources (Castles, 
                                                 
3 This could explain why Australia does not officially categorize its population on the basis of race. 
It should be noted that in spite of the ambiguity associated with the use of the term ‘race,’ the US 
and other immigrant nations officially classify their population on race basis. It is possible that 
Australian governments, both past and present, are abashed by arguments that center on race-related 
issues because of the gross and horrendous treatment of non-whites during White Australia. The 
lack of official classification does set back efforts to investigate racial differences in important social 
phenomena, including job satisfaction.  
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Kalantzis, Cope, & Morissey, 1988). Thus, the relaxation was in the interest of the 
country’s economy and not for the sake migrants, as has often been the case.  
Between 1947 and 1966 the workforce had increased with 73% of this increase 
coming from migrants. By 1971, migrants made up 26.8% of the workforce (DEIA, 
1978). By 1965, the two major political parties—first the Liberal Party followed by 
the Labor Party—had expunged White Australia from their political platforms and 
adopted a non-discriminatory approach (Hollinsworth, 2006). However, these did 
not culminate in an increase in non-White populations due to a reduction in overall 
intakes as well as restrictions imposed on occupational and family reunion during 
the early years of the 1970s. Until 1975, no restrictions were imposed on British 
and Irish settlers of European descent. However, this privilege ceased under the 
Labor government, and all migrants, except New Zealanders—whose government 
has been in a reciprocal Trans-Tasman Agreement with Australia, allowing each 
other’s citizens to work in their respective countries without restrictions—were 
required to obtain an entry visa (Ibid.; Fozdar et a., 2009). In 1976, a government 
report revealed that, for over a decade (1963-1973), a third of migrants had been 
working in jobs that were less skilled than what they used to do overseas 
(Sherington, 1990). Whilst 60% of work credentials obtained in English speaking 
countries were recognized and transferable, only 40% of those held by Southern 
Europeans and other non-English speakers received such recognition (Ibid.). Thus, 
less surprisingly, many ended up in low-paying jobs. 
By 1970, the influx of post-war settlers from several sources had produced a 
heterogeneous population of varied races and ethnicities. For this reason, racial 
bigotry arose. In addition, from the early 1970s, the economy began to slow down, 
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trade restrictions were eliminated, and Australia became a part of the globalized 
market (Hollinsworth, 2006). The upshot of this was job losses in the manufacturing 
sector, which then employed a large number of people (Castles & Miller, 1992). At 
the same time, fewer people from the traditional European sources wanted to settle 
in Australia and return migration was growing (Ibid.). Consequently, labor supply 
from the traditional immigrant sources plummeted. The Whitlam government 
(1972-1975) took advantage of these developments and embraced the 
multiculturalism that had been started by Harold Holt (1966-1967), marking the 
formal end of the assimilationist policies and institutionally racist White Australia. 
His successor, Malcolm Fraser (1975-1983), continued the policy.  
The end of White Australia meant that Australia had officially abandoned its racist 
past. However, in actuality this was not the case: non-Whites continued to 
experience stricter measures than Whites (Collins, 1991), and as has been observed 
by Peters (2001), there was no time in the history of Australia when other migrant 
groups did not experience more discrimination than British. Following the 
abandonment of White Australia, migration from the Americas, the Middle-East, 
Africa, and Asia commenced at the expense of Europe’s. Around this time, the 
Australian Workers Union also revoked its membership ban on Asian workers 
(Richards, 2008), in particular Chinese who, even in contemporary times, are still 
usually considered ‘alien, regardless of inter-generational residence, accent and 
assimilation’ (Hollinsworth, 2006, p. 87; see Tan, 2003).  
Given that well into the 1960s the assimilationist policy was contributing to about 
20% of migrant departures (Martin, 1989; Hollinsworth, 2006), it was not 
surprising that the major political parties shifted focus gradually and temporarily to 
an integrationist policy that allowed gradual adoption of Australia’s culture, and 
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then finally toward multiculturalism. The latter concept emerged following the 
acknowledgment that it was not possible for everyone to adopt a ‘unitary 
‘Australian way of life’’ (Markus, 1994, p. 174), and that people can integrate into 
the society and still embrace the cultural traditions of their original homeland. In 
support of the multicultural policy, official racism and discrimination against 
colored people as well as those from outside northwestern Europe and North 
America began to ease (Fieldes, Kuhn, & O’Lincoln, 2009).  Although the policy 
has gone through several changes and faltered under John Howard, who resolved 
to roll back the gains made from the late 1960s by, among other things, abolishing 
the Bureau of Immigration, Multicultural and Population Research as well as the 
Office of Multicultural Affairs, it is still the centerpiece of the nation’s immigration 
policy (Hawthorne, 2005; Rudd, 2006; Jupp, 2007; Poynting & Perry, 2007; 
Richards, 2008; Brett & Moran, 2011).  
In 1972, a quota system was officially introduced that allowed people to enter 
Australia either as humanitarian, family reunion, Trans-Tasman, or skilled migrants 
(DIEA, 1978; Fozdar et al., 2009). In mid-1978, a new immigration system called 
the Numerical Multifactor Assessment System (NUMAS), which placed higher 
emphasis on family ties and skills, was introduced (Fozdar et al., 2009). 
Specifically, NUMAS assigns points to socio-demographic factors, such as age, 
educational credentials, occupational skills and demand for those skills, work 
experience, past employment, family links with Australia, and English proficiency 
skills (DIEA, 1978; Collins, 1988) even though English is not the country’s official 
language (Lo Bianco, 1995; Jupp, 2007).  
In 1976 and 1980, the Fraser government offered amnesty to those who were legally 
undocumented (Jupp, 2007). Most were British nationals who came as temporary 
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migrants and overstayed their visas (Richards, 2008). The amnesty was arguably 
offered to make things a little easier for the ‘illegal progenies’ of the ‘founders of 
Australia’ who were finding life difficult in the country due to their undocumented 
status.  It is estimated that between two and five per cent of the Australian 
immigrant population are undocumented (APC, 2006; Collins, 2008). However, 
some put the figure at about 60,000 (Mickelburough, 2011). Whatever their number 
is, it is evident that the estimates of undocumented migrants in Australia fall well 
below those of Europe and the US, which are generally around 10% and 30% of the 
total migrant population, respectively (Passel, 2006; Koser, 2007; Massey, 2007), 
probably due to geographical difficulty of getting into Australia without a visa.  
By the 1980s, the economy was still in shambles but Asian migration had soared to 
40% compared to 15% in the early 1970s (Sherington, 1990). Australia had been 
accepting more refugees, including some ‘boat people’ that had arrived on its 
shores, than other OECD countries (Hollinsworth, 2006). The majority of the 
country’s migrants had now arrived as refugees from Asia; trepidation and negative 
sentiments over the massive Asian immigration had again been growing. Those 
who arrived during this period were generally less skilled and had difficulty 
speaking English.  It is believed that Asians had a more challenging experience 
overall than their early European predecessors who were also treated as bottom-
rung citizens (Richards, 2008).  
In recent years, people have arrived in Australia in one of the above-mentioned 
officially specified immigration categories. Some have arrived as refugees from 
Sudan, Iraq, Myanmar, Afghanistan, Iran, Somalia, and the former Yugoslavia; 
some have arrived to reunite with their family; and some as skilled migrants. Since 
1997, skilled migration, which involves strategically ‘picking winners’ and 
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‘select[ing] for success’ of the economy, has been the preferred choice for 
successive governments (Hawthorne, 2005, p. 681; Nahan, 2005; Hollinsworth, 
2006), i.e. people’s admission has primarily been contingent on the economic 
priorities and overall success of the country. What this suggests is that apart from 
the 1850s gold rush that brought Chinese and many other nationals, including tens 
of thousands of British, into the gold mines, Australian governments have officially 
controlled, and continue to control, immigration for the economic benefit of the 
country. Immigrants are actively recruited when there are labor shortages, as 
happened between the 1850s and 1880s and immediately after the Second World 
War.  During these periods, the government would go to the extent of subsidizing 
the cost of migration as part of its recruitment drive or relaxing restrictive measures 
to encourage people to come to Australia. However, during periods of economic 
slowdown, migrants are made to feel unwelcome, and migration inflow is curtailed 
(Richards, 2008; Kirk, 2009).  
Indeed, Australia, and to some extent its neighbor New Zealand, is the only country 
that has consistently used planned control of overseas labor to create a desired level 
of economic development (Jupp, 2007). The blatant institutional discrimination 
against minorities and people of color has officially ended yet the population 
remains largely White given that Asians constitute only 7%, Aboriginal and other 
groups constitute 1%, and Whites represent the remaining 92% of the population 
(Waters & Crook, 1993; Stratton, 1998; Fozdar et al., 2009; The World Factbook, 
2013). Although current information could not be located, it has been estimated that 
mixed people, the fastest-growing population in Australia, comprise 30% of the 
nation’s population (Jupp, 2001).  
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It needs to be mentioned at this point that regardless of what type of visa they arrive 
on, migrants tend to be marginalized in many ways once they have entered the 
country (some of these challenges are discussed in detail later in this chapter). As 
mentioned previously, the exclusion of minorities, employment restrictions 
imposed on them, and marginalization of Indigenous people were the foundational 
underpinnings of the Federation. Having discussed the first two, it is important that 
the final point—marginalization of Indigenous people—is discussed.  
2.3.2.3 Immigration: Indigenous Australians’ experience  
As with migrants that followed, Indigenous Australians (Aboriginal and Torres 
Strait Islanders), who were the first people to migrate to Australia, experienced 
hostilities from Whites during colonization. Arguably, hostilities toward 
Indigenous Australians—unlike migrants who subsequently arrived—were more a 
result of fear of attack than competition for economic prosperity. By saying this, I 
am in no way trying to underrate their overall contribution to the economic 
development of the nation at the time. Indigenous people have inhabited Australia 
for 60,000 to 70,000 years or some 2,400 generations, compared with Whites who 
have been in the country for just over 200 years or about nine generations 
(Mulvaney & Kamminga, 1999; Hollinsworth, 2006; Hiscock, 2008). They are, 
therefore, the substantive first settlers of this nation. Their exact number prior to, 
and at the time of British colonization, is not known. However, it is estimated that 
there were over one million; other studies put their number between 315,000 and 
700,000 (Smith, 1980; Butlin, 1983; ABS, 2008).   
Indigenous Australians were perceived as an inferior race that needed to be civilized 
and Christianized (Hollinsworth, 2006, p. 72). They were considered an integral 
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part of the existing ‘fauna and flora, like dingoes and emus—something to be 
cleared from the land, to allow farming and grazing to develop in a safe, tidy and 
profitable environment’ (Ibid., p. 73). A testimony given to a Select Committee on 
Aborigines in the British House of Commons revealed that they were seen as 
‘nothing better than dogs, and that it was not more harm to shoot them, than it would 
be to shoot a dog when he barked to you’ (Christie, 1979, p. 36).  
As far back as 1914, they were considered a dying race (Blainey, 1985). Thus, it 
was no surprise that by 1933 their population had been decimated to less than 
74,000 by the colonizers (Rowley, 1970; Smith, 1980), erroneously considered the 
‘first settlers,’ and who, from the outset of colonization, had an avowed intention 
to socially engineer Australia and steer the population to complete whiteness. The 
social engineering scheme was successful in suppressing the numbers of the 
Indigenous population; as early as 1831, they had become the minority population 
relative to Whites (Jupp, Nieuwenhuysen, & Dawson, 2007). They became the 
subjects of marginalization for the century and a half that followed. It is likely that 
the way the Indigenous population experienced work and life at the hands of the 
colonizers provided the benchmark for future migrant treatment.  As such, it is 
important to highlight some of their experiences.  
In Victoria, the Indigenous people intensively raised animals and cultivated crops 
when the colonizers arrived (Pascoe, 2010). From the mid-1800s, the Victorian 
Aboriginal Protection Board (the board) actually ‘employed’ some in order to 
utilize their expertise on state farms (Langton, 2010, Pascoe, 2010).  Thus, for 
Pascoe (2010), ‘terms like ‘hunter gatherer’ do not sufficiently describe Indigenous 
food production in Australia but are part of the prejudicial and politically loaded 
vocabulary of the invader’ (p. 96). In other words, the ‘first settlers’ described 
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Indigenous people as hunter- gatherers to portray to the outside world that they were 
primitive, uneducated, and probably slothful; this way, they believed they could 
justify their mistreatment.  Pascoe also revealed that profits that were obtained from 
the farms were used to pay casual, White farm workers and not the Indigenous 
cultivators. If they received an income, it was managed by the board and, for the 
most part, was not returned to them. Sometimes, the board would confiscate their 
pasture and houses and give them to Whites without compensation (Pascoe, 2010). 
The mistreatment of the Indigenous people in Victoria was not very different from 
what transpired in New South Wales (NSW) and Tasmania. 
As in Victoria, Queensland’s Indigenous people also cultivated staple food crops. 
After White settlement, they became the source of unfree ‘colonized labor’ (Thorpe, 
1996, p. 62). Their movement and employment were restricted until late in the 
1960s (Langton & Loos, 2010). Those who were allowed to work in the marine 
industry as trochus and pearl-shell luggers did so for the state. They received 
‘training’ wages which, as in other states, were usually confiscated. The use of child 
labor was endemic in Queensland, particularly between 1842 and 1902. The reasons 
given for the systemic child labor use were: shortages of labor; cost considerations; 
that they were pliable employees; employers were not legally entitled to pay them; 
and  the colonizers  thought it would be easier to make them ‘civilized’ than their 
adult counterparts (Robinson, 2002). According to Robinson, although legislation 
barring the employment of European children was in place by 1842, Indigenous 
children’s labor was not regulated under this legislation until the passage of the 
Royal Assent of an Amendment Act in 1902.   
Prior to the Amendment Act, children, including those between two and three years 
of age, were kidnapped from their families and traditional communities to work for 
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Whites (Robinson, 2002). The exact number of the state’s child laborers is not 
known. However, records indicate that in 1899, about 2,000 were working in the 
northern part of the state; they were abused, received no wages, or were at best 
underpaid (Ibid.). The ability of the Indigenous people to work and live off their 
land was constrained by the Aboriginals Protection and Restriction of the Sale of 
Opium Act of 1897, which gave authority to the colonizers to expropriate all land 
in the state and to remove Indigenous people without compensation (Langton & 
Loos, 2010). Young and able-bodied males were forcibly removed to work unpaid 
for Whites, or sent to a penal settlement in Palm Island if they resisted (Ibid.).  
Like their counterparts in the other states, Indigenous people in Western Australia 
(WA) did not find work pleasurable under White colonization. Their mistreatment 
became vicious soon after the passage of the Aborigines Act 1905 (Kinnane, 2010): 
they were not allowed to work unless the state issued them a permit; the women 
were black-birded, i.e. they were kidnapped from other states to work in bonded 
labor; and their wages were withheld by the state without their authorization. Their 
suppression compelled Kim Beazley, Snr. to caution during one of the 1967 
parliamentary sessions that: 
The Aboriginal population at present is an underprivileged, underfed, underpaid, 
untrained labor force, increasing in numbers and not closely considered. While we 
enthuse about the development of our natural resources we make no real effort to 
draw this force into the process of development (Commonwealth of Australia, 
1967). 
The suppression of Indigenous workers continued until severe labor shortages 
occurred in the livestock industry in the Kimberley—an industry that, for the most 
part, depended on Indigenous labor. In an attempt to address these shortages, the 
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state introduced compulsory award wages in 1968 to bring Indigenous wages on a 
par with Whites’ (Smith, 2003; Kinnane, 2010). White station owners, unhappy 
about the state’s award scheme, responded by evicting Indigenous employees en 
masse from their properties, arguing they could not afford to pay them wages 
(Smith, 2003).  
It is evident that the job satisfaction of Indigenous workers would have been 
affected by the social and economic injustices they experienced. Yet, it was not 
until 2005 that Indigenous satisfaction gained some attention when the Australian 
federal government supported an investigation that compared the job satisfaction of 
Indigenous and non-Indigenous workers in the public service. The reported findings 
indicated that although one-fifth of the Indigenous workers had experienced 
discrimination at work in the twelve months preceding the investigation, a greater 
proportion (74%) reported higher levels of job satisfaction than their non-
Indigenous counterparts (71%; APSC, 2005-06, 2010).  
The context of their higher satisfaction was, however, not known. The few 
Indigenous people who were actually employed may have been comparing 
themselves with their numerous unemployed Indigenous compatriots and reported 
higher satisfaction. Or they could have been comparing their work experience with 
that of their ancestors, even just the generation before—i.e. their parents, aunts, 
uncles, etc. This explanation is supported by the relative gratification theory, which 
argues that people are relatively satisfied when they realize they have something 
that other people in their immediate social sphere are lacking (Yitzhaki, 1979; Hey 
& Lambert, 1980; Aleksynska, 2011; also see Runciman, 1972, for an alternative 
version, the relative deprivation theory).  
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2.3.3 Immigration to Western Australia 
Although Australia attracted British settlers from 1788, it was not until 1829 that 
Western Australia experienced colonization (Peters, 2010). By then, Indigenous 
people had been residing in the colony for over 50,000 years (Mulvaney & 
Kamminga, 1999; Hiscock, 2008). Although accurate data on their population was 
not available, estimates at the 1848 census put their number at 1,960 (ABS, 2008). 
Currently, 69,643 (3.1% of the population) live in the state (DIBP, 2014b). As noted 
in the previous section, the work and life activity of the Indigenous people was 
adversely affected following the arrival of the colonizers. Aboard the first fleet were 
the first state governor and sixty-nine other colonizers and their families (Peters, 
2010). In 1830, 1,056 more colonizers arrived. It was not until 1850 that the first 
group of convict settlers was received (Ibid.). Unlike the eastern colonies, Western 
Australia struggled to attract people due to a lack of viable economic opportunities. 
Thus, as at 1850, the population was only 5,886 (Appleyard & Manford, 1979). The 
difficulty of securing sustained labor supply forced the authorities to bring in more 
convicts; by 1868, when convict recruitment ended, 22,738 had been imported into 
the colony (Hasluck, 1969; Peters, 2010).  
The work of Atkinson (1988) provides an elaborate insight into the experience of 
Asians in Western Australia.  As in other colonies, Asian migrants had a more 
difficult time in Western Australia than their European counterparts. The first wave 
of Chinese were brought in as cheap ‘coolies’ between 1847 and 1898 from 
Singapore under various indentured labor contracts to help address the severe labor 
shortages that were looming perilously in the agro-pastoral, whaling, and pearl 
industries (Erickson, 1992). Some were sent to work as domestic servants in Perth 
and Fremantle. The second wave of Asian migrants were ‘free’ settlers. They came 
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to set up businesses to support the gold rush mining industries. The gold rushes of 
the 1880s and the early 1890s in the Kimberley, Southern Cross, and Coolgardie, 
which brought many migrants from Australia’s east coast, the Americas, and 
Europe (mostly Scottish, Irish, English, Italians, Norwegians, Danish, Swedish, 
Germans, Greeks, Croatians, and Yugoslavs), also brought in many Asians—
mainly Chinese, Indians, and Afghans. This changed the ethnic and racial 
composition of the colony’s population (Loois, 1988; Jupp, 2007). Xenophobic 
sentiments, which sometimes provoked violence against Asians, forced many to 
withdraw from mining to providing support services to White miners (Peters, 2010).  
The recruitment of Asians by Western Australia received condemnation from other 
colonies leading to the promulgation of the Chinese Immigration Restriction Act of 
1889 and the Immigration Restriction Act of 1897, which labeled Chinese as aliens 
and restricted their numbers considerably, preventing them from developing ethnic 
communities. The state authorities found Chinese labor useful; however, they did 
not want them as permanent settlers. For this reason, they were immediately 
returned to Singapore upon expiration of their contracts. Chinese station hands and 
shepherds were isolated from other people for long periods of time resulting in 
severe depression and suicide in some cases (Atkinson, 1988). They continued to 
be recruited until 1901 when the federal Immigration Restriction Act annulled the 
state legislations.  
The continued arrival of Chinese brought anxiety and panic that prompted the state 
authorities to enact The Goldfields Act as well as the Shark Bay Pearl Fishery Act 
in 1886 to restrict Chinese people from entering into gold and pearl businesses 
(Ibid.). Following these restrictions, they ventured into private businesses, e.g. 
laundry, retail, and tailoring. At Federation, there were just 1,521 Chinese in the 
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state, most of them self-employed. It was their competition with the Europeans for 
the furniture market that met the wrath of Whites and further sharpened 
discrimination against them. In 1904, the Factories Act was enacted to stop them 
from establishing future factories in the state (Atkinson, 1988). It also restricted 
them to working from 8am to 5pm, meaning they could neither start early nor work 
late, the periods when factory temperatures were most conducive (Atkinson, 1988; 
Hollinsworth, 2006). Most controversially, the Factories Act required Chinese 
furniture makers to stamp the words ‘Asiatic labor’ on their products before putting 
them on the market.  These restrictive measures proved effective in controlling 
Chinese activities to the point that, by 1947, their numbers had plummeted to 385.  
As far as Indians are concerned, it is believed that their immigration to Western 
Australia began from European colonization in 1829 when two Indians were 
imported as indentured laborers to work in Albany (Loois, 1988). However, very 
few arrived before the 1890s gold rush. At Federation in 1901, 243 Indians lived in 
the state, with many of them being cameleers. Even though they were British 
subjects, they were not treated well like their White British counterparts 
(Hollinsworth, 2006). The state authorities’ barring of Indians from holding mining 
permits was one of such inequitable treatments (Ibid.).  
Indians, along with their Afghan camel drivers, built dams and pipelines and 
supplied the mine sites with essential services, such as food and water (Loois, 
1988). Between 1875 and 1887, twenty-four Afghans were living in the state; at 
Federation, there were 316 (Loois, 1988). In spite of the important service role they 
provided on the goldfields, they experienced a lot of hostilities, just as their fellow 
Chinese. Some had their properties vandalized; some too were murdered (Ibid.; 
Peters, 2010).  
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In response to the prejudices and vehement xenophobia that Asian migrants 
aroused, especially when finding work became difficult for Whites, the federal 
government enacted legislations that enabled restrictions to be placed on the entry 
and working life of Asian migrants. The restrictive measures very well served their 
intended purpose in Western Australia, which by 1891 only had a population of 
49,782; a decade later, it was 184,124 (Ibid.). The Australian Workers Association 
made matters worse for Afghan carriers through a series of campaigns that called 
for Western Australians to boycott the services of Afghans and, instead, patronize 
those of White carriers. As a result of these policies and practices, the Asian 
population fell drastically even though the general population had considerably 
increased (Peters, 2010).  
Unlike their Chinese, Indian, and Afghan counterparts, there is a general lack of 
literature on Japanese migration to Western Australia.  However, it is documented 
that the first group of Japanese who arrived in the latter part of the 1880s sought 
employment in the pearl industry, an industry that often recorded high employee 
fatalities (Wilson, 1988). Mainly for this reason, it did not attract many Whites. 
Between 1910 and 1917, for example, 145 divers died; 33 in 1914 alone (Wilson, 
1988). The worst disaster occurred in 1935 when 135 divers died, nearly all of them 
Japanese, who were seen as ‘the most industrious…and well conducted’ workers in 
the industry (Ibid., p. 325). However, according to Alfred Deakin, a former Prime 
Minister of Australia, it was such ‘good qualities of alien races that make them 
dangerous’ (Ibid., p. 327). In 1891, 322 Japanese were living in the state, most of 
them in Broome; by Federation, their numbers had increased slightly to 369. In spite 
of their contribution, they were barred from owning businesses in the industry. For 
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this reason, most went into private business just like other Asians, mainly building 
and maintaining boats; a few also opened laundry shops.     
Developing a formal immigration policy for the state did not become a priority until 
1906 when the gold rushes ended. Following this, the state developed broad 
policies, including liberalizing land acquisition (Sherington, 1990). By 1913, the 
policies had attracted 10,000 migrants into the wheat-growing industry, which was 
experiencing an acute labor shortage (Sherington, 1990; Peters, 2010). Labor 
shortages persisted in many sectors of the economy after the First World War until 
1922 when large-scale migration resumed under the Empire Settlement Act. Over 
a period of five years, this brought in 75,000 assisted UK migrants (Peters, 2010). 
To reduce the dependence on imported dairy products, 6,000 of them were given 
free acreages of land for dairy farming in the state’s South West region. To ensure 
there was racial homogeneity in future labor supply stock, Western Australia settled 
some thousands of child migrants imported by the federal government under the 
Child Migration Scheme (Ibid.). It needs to be pointed out that whilst pre-Second 
World War migration focused on British, the numbers of Italians, Greeks, 
Macedonians, and Yugoslavs, who were then referred to as ‘sojourners,’ also 
increased from the 1920s (Ibid.). Many worked briefly and returned home. 
However, some stayed and commenced the chain migration of Southern Europeans 
to Western Australia by sponsoring their families and friends. The Greeks 
established fish and crayfish processing businesses, Italians established orchards, 
Macedonians went into agriculture, whilst Yugoslavs ventured into viticulture 
(Ibid.).  
The outbreak of the Second World War led to a cessation of migrant intakes. 
However, immediately after the war, shortages in labor occurred in many jobs, 
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including the Welshpool munitions factory, agricultural tractors factory, wood 
distillation and charcoal iron industry at Wundowie, as well as the gold, iron ore, 
housing, and fishing industries (Western Australian Yearbook, 1968). The 
shortages constrained the state’s efforts in restoring essential services, e.g. water, 
rail and power, to prewar levels (DOI, 1949).The largest proportion of post-war 
migrants brought in to fill vacancies were British, and continued to be British well 
into the 1990s (DIEA, 1995). 
Between 1949 and 1954, displaced person (DP) refugees were brought in from 
Poland, Latvia, Yugoslavia, Estonia, Lithuania, Czechoslovakia, Ukraine, Italy, 
Bulgaria, and Romania to help address the crucial labor shortfall. Once they had 
arrived, they were inducted into a course that instructed them to speak English and 
adopt ‘the Australian way of life’ (Peters, 2001, p. 134). Many worked on major 
projects, including the erection of the Mundaring Weir wall. Some worked at 
Wittenoom Gorge blue asbestos and gold mines, on farms in the South West and 
eastern Wheatbelt regions, and at Ardath army and Merredin RAAF camps. Female 
DPs were recruited as rural domestic workers, doing menial jobs as kitchen hands, 
waitresses, and cleaners in migrant camps and hospitality. A sizeable number also 
worked as manual laborers in food processing, footwear, and textile factories 
(Appleyard, 1956). Many women found it difficult combining work with domestic 
duties (Peters, 2001). DPs contributed immensely to the socio-cultural and 
economic development of the state amidst considerable adversity. Their exclusion 
from certain jobs inextricably tied many to the lower echelons of the labor market 
and the society. Their challenging life experiences in Western Australia coupled 
with their inability to return home brought despair to so many (Ibid.). These 
negative experiences affected many DPs psychologically resulting in some ‘either 
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committing suicide, by drinking themselves to death or by going ‘around the bend.’’ 
(Peters, 2001, p. 201).   
An agreement was reached between the state, on the one hand, and employers and 
labor unions, on the other hand, which stipulated that newly arrived migrants be 
restricted in the type of work they could do (Lever-Tracy & Quinlan, 1988). Also, 
they were not to be allowed to use their overseas credentials until they had been 
recognized as an Australian-equivalent. This was a way of ensuring that migrants 
did not take jobs away from Australians. This arrangement hampered efforts at 
addressing the labor shortages (Ibid.). Indeed, it discriminated against certain 
migrant ethnic groups. For example, whereas the Dutch were to be treated in a way 
similar to their British counterparts, Italians were to be treated as DP refugees who 
worked mainly in rural, isolated areas with the vast majority recruited for laboring 
jobs in the camps, as they were considered unfitting for office work (Peters, 2001). 
State and private employers would often collect migrants from the camps to work 
for them but would usually underpay them (Ibid.). They were often directed to jobs 
without reference to their overseas credentials. Thus, it was not uncommon for 
accountants to be working as domestic servants, surveyors as wood choppers, and 
lawyers as cleaners (Peters, 1997). Medical doctors would be refused a license to 
work in the state but would be cleared to work as qualified personnel in New Guinea 
(Panich, 1988). Many DPs suffered long-term separation from their families but 
could not voice their concern for fear that they would be sent home to the ghastly 
refugee camps.  
Prior to the mass migration in 1947, Western Australia had a resident population of 
413,171 (Lack & Templeton, 1995; Luliano, 2010). Of this 87,502 were born 
overseas out of which 69,401 were British, 14,640 were from other parts of Europe, 
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and 3,041 were Asians (Lack & Templeton, 1995). There were 227 settlers from 
Poland, 264 from the Netherlands, and 656 from Germany. Southern Europeans 
were the largest non-British group—mainly Italians, 5,422; Yugoslavs, 3,377; and 
Greeks, 1,933 (Castles et al., 1988). By 1954, there were 83,814 British migrants, 
53,854 other European settlers, and 7,215 Asians (Lack & Templeton, 1995). At 
the 1961 census, however, there were 25,249 Italians, 11,163 Dutch, 5,876 
Yugoslavs, 5,583 Germans, 4,711 Poles, and 4,088 Greeks (Ibid). A bilateral 
agreement between Australia and Germany in 1952 brought in 3,000 migrants, the 
largest number of Germans received in a single year, of which 453 were settled in 
Western Australia (Mennicken-Coley, 1993). By 1954, British migrants who 
received private sponsorship from friends and relatives had been arriving and chain 
migration had begun. Although they migrated to Western Australia in greater 
numbers, their economic and socio-cultural impact on the state have been minimal 
compared with Southern Europeans (Peters, 2001).  
In contrast to DP refugees, many British and Western Europeans, most of whom 
were assisted in their passage, were given skilled and semi-skilled positions, and 
could change jobs as and when they wanted (Ibid.). Dutch and German 
qualifications were considered equivalent to Australia’s. Most post-war German 
migrants came to Western Australia as boilermakers, molders, electricians, and 
mechanics (Mennicken-Coley, 1993). Those who had no qualifications became taxi 
drivers, contract cleaners, dairy farmers, butchers, grocery store operators, and 
bakers whilst their females mostly became waitresses and shop assistants.  Southern 
European qualifications were, however, considered lower than Australia’s. For this 
reason, Italian and Greek tradesmen often worked in low-status jobs like their DP 
counterparts, receiving lower pay. One way to ensure they had enough money to 
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live off was to do multiple jobs (Ibid.). Migrants from these two ethnic groups had 
difficulty finding work due in large part to a lack of fluency in English. To 
overcome this problem, many usually worked with their friends and relatives who 
sponsored them to Australia (Luliano, 2010). Language barriers often made them 
targets of exploitation by employers (Ibid.).  
Following severe restrictions imposed on their employment, several of the 140,000 
Italians who picked up jobs in construction, agriculture, and manufacturing were, 
well into the 1970s, still manual laborers (Peters, 2001; Luliano, 2010). Southern 
Europeans were often racially taunted and called derogatory names, e.g. ‘Dago 
bastards,’ and became targets of racist and alcohol-fuelled violent attacks, 
particularly in Boulder and Kalgoorlie, sometimes culminating in fatality (Luliano, 
2010, p. 34). In an often-cited incident, in 1934, an Italian barman, Claudio 
Mattaboni, refused to give alcohol on credit to an inebriated Australian mine 
worker, Edward Jordan, and evicted him from his hotel bar (Ibid.).  Reports 
indicated that Jordan, who often taunted Southern Europeans, returned the 
following evening with a group of friends. They were evicted for drunken 
misbehavior and refusing to pay for their drinks. Mattaboni and Jordan became 
engaged in a brawl, which ended with the latter succumbing to the head injuries he 
sustained and dying later at the infirmary (Sherington, 1990; Fozdar et al., 2009; 
Luliano, 2010). 
In response, the locals invaded Boulder where the majority of the Southern 
Europeans lived, attacked and killed some of them, and vandalized their properties 
(Luliano, 2010). The Australian Workers’ Union demonstrated in solidarity with 
Jordan and vowed to exclude Southern Europeans from mine work. Thus, they 
worked closely with the state authorities to have stricter English language measures 
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introduced on the mine sites.  In the wake of these adversities, many Southern 
Europeans withdrew from mine work and established businesses in the service, 
retail, construction, and agro-fishery industries (Peters, Bush, & Gregory, 1993).  
By opening a labor recruitment office in London in 1964, Western Australia 
established itself as one of the most active states that brought British migrants to 
Australia (Johnston, 1979; Peters, 2001). Whereas a vast majority received 
government sponsorship, most non-British were sponsored privately by family 
members who were already resident in the state. The proportion of assisted British 
migrants who came to Western Australia after the Second World War peaked at 
96.3% in 1965 but dipped to 84.7% in 1975 (Johnston, 1979), implying that just 
3.7% and 15.3%, respectively, of non-British received some assistance in those 
years. Whereas Western Australia’s proportion of British intakes increased from 
8.7% in the 1950s to 23.2% in the 1970s, it decreased for all major ethnic groups, 
especially for Polish (28.5% to 5.3%) and Yugoslavs (22% to 4.8%; Ibid.).  
Some scholars attribute British historical and contemporary dominance in Western 
Australia chiefly to the greater levels of assistance and the vigorous nature of the 
state’s recruitment activities in the UK (see Johnston, 1979).  The state allowed 
some locally-based employers to recruit Southern Europeans directly from the 
villages. Some thought they had been offered assisted passage to work on major 
projects like the hydro-electric scheme. As it turned out, those who were brought in 
by employers such as Australian Blue Asbestos did not receive assistance (Peters, 
2001). Rather, they were made to sign a hire purchase contract which entitled them 
to make weekly payments toward the migration expenses that their employers 
incurred on their behalf (Ibid.). This debt bound many to their employers and 
prevented them from leaving the mines.      
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Overall, migrants and their progenies have contributed, and still contribute, in 
diverse ways to the socio-cultural and economic development of the state (Peters, 
1995). This includes small ethnic groups, such as Japanese, Burmese, Singaporeans, 
Portuguese, Maltese, Cypriots, Africans, and Lebanese (Johnston, 1979). In 
particular, migrants have contributed hugely to the extractive minerals industry, 
which has been the backbone of the state’s economy for quite some time now.  They 
have also contributed enormously to the development of major projects in the state, 
including the Ord River Scheme and the North West Shelf gas pipeline (Peters, 
2001). Since the 1970s, when a categorized and quota visa system was introduced 
nationally, the state has given preference to skilled migrants. In 2010, for example, 
unlike New South Wales and the Australian Capital Territory which absorbed more 
applicants from the family than skilled stream, the combined total of migrants who 
came to Western Australia on humanitarian and family visa was much lower than 
their counterparts who arrived as skilled migrants (ABS, 2010c).  
Since the dismantlement of White Australia, there has been a profound variation in 
the number and type of overseas-born people arriving in Western Australia. Asians, 
for example, have arrived from all parts of the continent, i.e. Southeast Asia (mainly 
Myanmar, Indonesia, Malaysia, the Philippines, Singapore, Thailand, Cambodia, 
and Vietnam); Northeast Asia (mainly China, Japan, Korea, Taiwan, and Hong 
Kong); Southern Asia (mainly India, Sri Lanka, Pakistan, and Bangladesh); and 
Central Asia, mainly Afghanistan (DIMIA, 2004, 2005, 2006).  People have arrived 
from 202 specified countries (DIBP, 2014a) and their numbers have surged; they 
increased from 30,318 in 1976 to 425,000 in 2012, a more than 1,300% increase 
(DIAC, 2011-12). The top ten country sources of the state’s migrants have been the 
UK, New Zealand, India, Philippines, South Africa, China, Malaysia, Ireland, Iran, 
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and Afghanistan (DIAC, 2011-12). The state attracts 13% of the nation’s migrants 
and has the highest proportion (7%) of recent migrants per capita population of all 
states and territories—well above the country’s average of 4.7 (Ibid.).  
The number of migrants relative to the state’s population has been increasing 
steadily. It was 9.8% in 1947, 16.9% in 1961, 22.4% in 1976, 27.1% in 2001, and 
30.6% in 2011 (Johnston, 1979; DIBP, 2014b). Currently, it stands at 33.5% (ABS, 
2012-13), meaning that the state can boast of being a haven for the greatest 
proportion of migrants in the country. However, in spite of the fact that post-Second 
World War immigration has remodeled the homogenous population of the state into 
a multi-ethnic/racial one, the population continues to be predominantly White, 
Australian, and British by descent, with many of the non-British ethnic groups 
constituting only one percent or less of the population (Stannage, 1981; ABS, 2011-
12, 2012-13). A third of the state’s migrants are British-born compared with 10.4% 
born in New Zealand, 5% in South Africa, 4.4% in India, 3.6% in Malaysia, 2.8% 
in Italy, 2.5% in the Philippines, 2.4 % in China, 2.1% in Ireland, and 1.9% in 
Vietnam (DIBP, 2014b). They may not encounter overt, institutional discrimination 
as did their predecessors but they undoubtedly face challenges. For example, once 
in Australia, one-half change jobs, doing what is lower in status than they used to 
do overseas (ABS, 2010c). These challenges are considered in detail later in the 
chapter.    
2.3.4 Summary  
This section reviewed issues pertaining to immigration. First, it discussed the major 
theories that explain immigration, namely: neoclassical, push-pull, historical-
structuralist, demand-driven migration, and new economics of labor migration 
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theories. It also reviewed Australia’s and Western Australia’s immigration and 
immigration policies in historical and contemporary times, focusing primarily on 
work-related issues and those that are likely to affect job satisfaction.  The working 
conditions of Indigenous Australians, who I refer to as the substantive first settlers 
of the country, were also highlighted.  
2.4 Australia’s employment and labor market characteristics 
The Australian labor market is characterized by an absence of a ‘standard’ model 
of employment as a result of the various forms of contracts that have evolved over 
the last two and a half decades (Healey, 2005; ABS, 2009a; Wanrooy, Wright, 
Buchanan, Baldwin, & Wilson, 2009). Permanent full-time jobs have been on a 
steady decline: they fell from 74% of total employment in 1988 to 61% in 2002, 
currently standing at 53.5% (Healey, 2005; ABS, 2012).  On the other hand, non-
standard employment has been on the rise. Part-time employment increased from 
18% in 1984 to 30% in fifteen years; it stands at 37% (ABS, 2010a). Within the 
same period, casual employment has risen from 16% to 25% (Healey, 2005; ABS, 
2009a).  
On the international stage, temporary employment is greater in Australia and Spain 
than any other country in the Organization for Economic Co-operation and 
Development (OECD); it is lowest in Belgium and the US (OECD, 2009). The 
growing non-standardization of the labor force has prompted concerns about rising 
low quality jobs, such as jobs with low security, less training opportunities, and 
unfavorable work-life balance (Healey, 2005), which could impact job satisfaction. 
Currently, there are six million migrants in Australia, constituting about 27% of the 
population (ABS, 2011-12, 2012-13). Their representation in the workforce has 
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decreased from 72% in 1947 to 27% in recent years (Richards, 2008; ABS, 2010a). 
In spite of this, they do not differ markedly in labor participation rates in 
comparison with their nonmigrant counterparts: 61% for migrants and 68% for 
nonmigrants (ABS, 2010b). For almost a decade, workers from Asia, notably, 
southeast, northeast, south, and central, have provided the largest migrant labor, 
followed by Europeans—mainly from the northwestern, southern, and eastern 
regions (ABS, 2007). Migrants from Sub-Sahara Africa, Oceania, South and 
Central Asia, and the Americas have higher participation rates than their Australian-
born counterparts (ABS, 2009-10). In contrast, those from Southern and Eastern 
Europe, North Africa, and the Middle East have the lowest rates. Migrants tend to 
have higher unemployment rates than people born in Australia (ABS, 2010c). Their 
unemployment rates are, however, lower than those of Indigenous Australians 
whose rates are three times higher than the national average (ABS, 2009-10).  
In Western Australia, there are 2.4 million residents, which is 10% of the total 
national population (ABS, 2014b). Of the 2.4 million, 1.8 million constitute the 
workforce or working population, i.e. civilians between the ages of 15 and 64 years 
(ABS, 2009-10; ABS, 2011c).  Thus, the workforce constitutes 75% of the state’s 
population, higher than the national average of just under 68% (ABS, 2009c). About 
1.3 million people are participants in the labor force, representing 72% of the 
working population—a participation rate which is higher than the national average 
of 65% (ABS, 2009-10; ABS, 2014b). Nearly 75% of the workers are in full-time 
employment, higher than the national average of 54%; the rest work part-time 
(ABS, 2009d; ABS, 2014b). Unemployment rate is 3.8 %, much lower than the 
national average of 5% (ABS, 2009-10). Construction, the third largest employing 
industry nationwide, employs most of the state’s workers, followed by healthcare 
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and social assistance, retail trade, mining, and then professional, scientific, and 
technical services (ABS, 2014b).    
Western Australia has the highest national per capita migrant population of 30%, 
greater than the national average of 27% (ABS, 2011-12, 2012-13). A majority of 
the state’s migrants, relative to the total resident population, are English (8.6%) and 
New Zealanders (3.2%), followed by South Africans (1.6%), Indians (1.3%), and 
Scottish (1.2%) (ABS, 2011c; ABS, 2014). Less than one percent of people from 
other countries are represented in the state. It is difficult to establish migrant 
proportions in terms of race as official data is unavailable. 
2.5 Racism: A focus on the Australian labor market and workplace  
This section discusses racism in Australia, focusing in large part on labor market 
and workplace discrimination. It begins with a background that defines and explains 
what racism is and empirically reveals the extent of racism in Australian society as 
well as attempts by the various levels of governments to control the menace. The 
second part of the section mainly discusses discrimination in the workplace and 
labor market by describing the theories that help explain the concept. It also reviews 
the level of discrimination in employment and provides supporting evidence to that 
effect. Further, it explains why racism and discrimination still persist in Australian 
workplaces and society in general, in spite of the legislative measures that have 
been introduced to help control the phenomena. Finally, it proposes strategies that 
have been considered effective in curtailing racist behavior.         
2.5.1 Background 
Racism can be defined as ‘a phenomenon that maintains or exacerbates avoidable 
and unfair inequalities in power, resources, or opportunities across racial, ethnic, 
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cultural, or religious groups in society’ (Nelson, Dunn, & Paradies, 2011, p. 263). 
It manifests through emotions (e.g. anger), beliefs (e.g. stereotypes), and behaviors 
or practices (e.g. discrimination or unjust treatment), and occurs at three levels: 
internalized, interpersonal/individual, and institutional (Paradies, Truong, & Priest, 
2013). Racism is internalized when racist views, attitudes, affect, and beliefs are 
incorporated into one’s overall life perspective (Paradies & Cunningham, 2009). 
Individual or interpersonal racism involves expression of racist attitudes in the 
behavior of individuals, i.e. the racism is between individuals (Hollinsworth, 2006; 
Larson, Gillies, Howard, & Coffin, 2007). Institutional racism is expressed through 
complex socio-political and economic structures and maintained by covert policies, 
practices, and processes by governments and other institutions. 
One way of expressing racist behaviors and practices is through discrimination, 
which, according to Krieger (1999), is the process by which a member or members 
of a socially defined group is, or are, treated unfairly because of membership of that 
group. Discrimination may be direct or indirect. It is direct when a person is unjustly 
or less favorably treated than another in the same position, and indirect when 
policies and actions that seem to be treating everyone fairly in reality negatively 
impact a greater proportion of certain racial or ethnic groups (Loosemore & Chau, 
2002).  Consistent with the definition of racism offered by Nelson et al. (2011), 
three axes of discrimination are investigated in the present study, i.e. racial, ethnic, 
and religious discrimination. Having explained what the concepts of racism and 
discrimination are, I dedicate the rest of the section to discussing them in the 
Australian context. 
After formally ending White Australia in the early years of the 1970s, Australia 
wanted to show the world that it had indeed put its past insecurity with cultural 
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diversity behind (see Dunn, Forrest, Burnley, & McDonald, 2004) and had 
renounced racism. To this end, it ratified the International Convention on the 
Elimination of all forms of Racial Discrimination (ICERD) in September 1975 
(Healey, 2008). To show commitment to the principles of the convention, and also 
to demonstrate that it was serious about repudiating its racist past, a  month later 
the Commonwealth passed its first anti-discrimination law: the Racial 
Discrimination Act (Fozdar, et al., 2009), hereafter referred to as the RDA. Among 
the manifold fundamental rights and freedoms guaranteed under the RDA was 
equity and fairness apropos of employment—specifically, the type of work people 
want to do, where they want to work, the accompanying remunerations they receive 
as well as their training and promotion prospects are meant to bear no ascriptions 
to their race, color, ethnicity, ancestry, and, to a certain extent, their immigration 
status.  
The RDA was amended two decades later to include the Racial Hatred Act (RHA). 
Under the stipulations of the RHA, it is unlawful, except in specific cases, to vilify 
someone, i.e. offend, intimidate, humiliate, or insult a person openly and in public 
because of their color, race, ethnicity, or nationality (Healey, 2008; Fozdar et al., 
2009). Under the RDA, both individual and institutional racism, direct and indirect, 
are prohibited. However, the RDA offers no protection against discrimination and 
vilification on the basis of religion (Poynting & Noble, 2004). This means that 
people might not be able to seek legal redress under the RDA if, for example, they 
are religiously vilified or discriminated against in relation to issues pertaining to 
employment. This is surprising not just because, in Australia, people are affiliated 
with a wide array of religious groups—in fact there are over 105 religious groups—
but also because affiliates of certain groups, in particular Muslims and Jews, have 
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often been primary targets of discrimination and vilification (HREOC, 2004; Dunn, 
Klocker, & Salabay, 2007; ABS, 2011b). 
At the state level, only Queensland and Victoria prohibit racial and religious 
vilification in its entirety (HREOC, 2002; Healey, 2008), i.e. they impose both civil 
and criminal penalties against such behaviors. Tasmania imposes civil but not 
criminal sanctions against the two genres of vilification.  New South Wales and 
South Australia have civil and criminal penalties against racial but not religious 
vilification. Western Australia criminalizes racial vilification but does not impose 
civil sanctions on culprits. It is worth noting that Western Australia’s criminal 
sanctions only cover vilification that is made in print—i.e. occurs in published, 
pictorial, and written form—and does not extend to verbal vilification. In addition 
to the lack of civil and verbal racial vilification sanctions, Western Australia does 
not prohibit religious vilification, whether it is verbal, written, published, or 
pictorially illustrated. The lack of definitive and comprehensive sanctions against 
racial and religious vilification in Western Australia, and Australia in general, is a 
matter of concern for non-Whites and non-Christians who are often subjects of 
racism. 
In Australia, there are no ‘official’ hate crime measures (Poynting & Perry, 2007). 
Despite the lack of measures, racist issues are continually explored by scholars—
using mostly qualitative interpretive approaches—with many focusing on Muslims 
and Indigenous people. Very few have compared racist experiences between 
migrants and people born in Australia and across racial lines. Evidence from one of 
the studies indicates that 66% of Australians are of the view that Muslims are a 
threat to the country, albeit only about a third are able to specify what threat they 
actually pose (Dunn et al., 2007). Since the September 11 (also called 9/11), 2001 
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attacks in New York City and Washington, D.C. and the Bali bombings in October 
2005, there has been widespread negative sentiment toward, and a remarkable 
increase in racist violence against, minorities of Islamic and Arabic descent and 
appearance but very few of these have been successfully prosecuted (HREOC 1991; 
Poynting & Noble, 2004; Dreher 2005, 2006; Poynting & Perry, 2007; Aslan, 2009; 
Sav, Sebar, & Harris, 2010; Halafoff, 2011).  
Muslims and people who were believed to be Arabs because of, for example, the 
way they dressed, their names, and the language they spoke, have been spat on, 
intimidated, abused, and pelted with bottles and rocks (HREOC, 2004b). Some have 
been punched and bitten whilst others have been called names, such as terrorists, 
dirty Arabs, murderers, ragheads, and Bin Laden (Ibid.). Their properties, including 
homes, worship centers, and schools have also been vandalized (HREOC, 2004; 
Poynting & Perry, 2007).  
To date, women wearing hijabs and dark-skinned men wearing a beard are 
considered a threat and have received untoward attention from many spheres of 
society, including the media, police and security agencies, and the general public 
(Poynting & Perry, 2007). Even children hold such anti-Islamic views. According 
to Healey, nearly one-half of Australia’s children think that Muslims ‘behave 
strangely’ (Healey, 2008, p. 17). Many admit they do not have positive views about 
Muslims who are mostly vulnerable given that, unlike Jews and Sikhs who are 
considered as belonging to a religious group as well as an ethnic group and are 
therefore covered under the federal RDA, they have not officially been offered such 
protection (Poynting & Noble, 2004).      
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Whatever the issue is, the fact is that racism is an integral part of white Australian 
culture (Collins, 1994; Han, 1999; Mellor, 2004). As a result, ‘it is in our 
workplaces, homes, pubs and sports fields’ (Healey, 2008, p. 20).  It would be 
interesting to discern if racism is increasing or decreasing in Australia but it would 
be difficult to know this for a number of valid reasons. First, only a small number 
of racist behaviors are reported (Hollinsworth, 2006). Second, a number of factors 
conflate to undermine the accurate interpretation of reported cases of racism. For 
example, a rise in the number of racist complaints may not necessarily signify an 
increase in racism but may reflect a heightened awareness that it is unlawful to 
behave as such. It may also be that victims are more confident to report such cases. 
In spite of these problems, some authors temerariously declared that racism was on 
the rise in Australia (see James & Heathcote, 2002; Fujimoto, 2004) and they may 
have a valid reason for doing so given that up to the 1990s and into the early 2000s, 
there was an overall increase in discrimination complaints received by the HREOC 
(Nesdale, 1997; Robertson & Block, 2001).    
Sometimes surveys, usually in the form of polls, are conducted to ascertain people’s 
experiences of racism and whether Australians, and as a matter of fact Australia as 
a country, are racist. Findings from such surveys widely vary. One Newspoll survey 
found that 55% of Australians concede that they have prejudices against other 
cultures yet a sizable portion (40%) think they are tolerant (Norton, 2005). A second 
Newspoll survey reported by Shanahan (2005) suggests that in 1997 and 2003 about 
45% of people thought Australians were racist. Results from a more recent survey 
conducted in New South Wales, the country’s most populous state, indicated a 
higher percentage of people (85%) hold this view (Forrest & Dunn, 2007; Dunn & 
Nelson, 2011). Interestingly, an ACNielsen poll found that 81% of Australians 
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support multiculturalism (Murphy, 2005); other studies report figures ranging from 
70% to 78% (see Healey, 2008).  
Such attitudinal dissonances have been observed by Hollinsworth (2006) who 
maintains that the problem with such surveys is that some of the responses are not 
just unreliable but, in many cases, there are discrepancies between people’s 
responses and their actions, making any meaningful interpretation somehow 
elusive: 
Some respondents seem to want to present as not prejudiced while their behavior 
reveals disdain or intolerance. Others may unselfconsciously declare the faults of 
other groups but in daily life operate in even-handed ways without apparent 
discomfort. (p. 6) 
In spite of Hollinsworth’s assertion, scholars and anti-racist organizations continue 
to investigate racist behavior in Australia but the results often vary. One reason for 
this variation, apart from Hollinsworth’s assertion, is perhaps the lack of official 
measures of racism which, Poynting and Perry (2007) maintain, often undermines 
the compilation of accurate and comprehensive data on the phenomenon.  The 
general conclusions of work done in this area have been that racism is a substantive 
problem in Australia and that it deserves some attention. This is mainly because 
minorities have often been targets of racial/ethnic profiling, harassment, 
vilification, hatred, and violence (Dunn, 2003; Collins, 2007; Poynting & Perry, 
2007; Healey, 2008). These racist behaviors and experiences occur either at the 
individual (individual racism) or institutional (institutional racism) level. Often, 
institutional racism is revealed through statistical differences between groups with 
respect to outcomes of social issues, including employment (Hollinsworth, 2006).   
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A recent report from the Scanlon Foundation Mapping Social Cohesion survey 
indicates that 20% of people living in Australia are discriminated against because 
of the color of their skin, ethnicity, or religious beliefs (Marriner, 2014).   This 
figure is eight percentage points higher than what was recorded in 2012. Asians, it 
was found, reported the highest rates (40%) of discrimination. Another recently 
released report suggests that 46% of Victorians experience racist violence 
(VEOHRC, 2013). Results from earlier work using informants from Queensland 
and New South Wales reveal that 25% encounter racism in their daily life (Dunn, 
2003). Less surprisingly, these figures are much higher for Muslims, migrants, and 
Indigenous people. After the 9/11 attacks, for example, 66% of Muslims indicated 
they experienced racist violence (Poynting & Noble, 2004).With respect to 
migrants, up to 50% encounter racism on a daily basis (Healey, 2008). In Victoria 
and New South Wales, 70% of the Indigenous residents, especially those who 
identify strongly with their culture, encounter interpersonal, everyday racism 
(Paradies & Cunningham, 2009).  
The situation is no different in Western Australia where ethnic minorities also 
experience ongoing racism (Pedersen, Beven, Walker, & Grifﬁths, 2004; Pedersen, 
Dudgeon, Watt, & Griffiths, 2006). Nearly 55% of the state’s urban dwellers and 
70% of their regional counterparts harbor prejudices against Indigenous people 
who, it has been reported, are four times more likely than their non-Indigenous 
counterparts to be discriminated against (Larson et al., 2007). Indeed, it must be 
mentioned that Western Australians have ‘the highest levels of discriminatory 
attitudes towards Indigenous Australians,’ according to a recent survey of 1,000 
people (Bagshaw, 2014). 
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The prevalence of racist and discriminatory acts in Australia has, apart from the 
inadequacy of protective laws discussed above, been attributed to the difficulty in 
reporting such crimes, a lack of official monitoring and record-keeping, a lack of 
deterrent action, denial of racism by political leaders and influential people, and the 
incitement of populist xenophobia not only by the media but also politicians—in 
many cases, for electoral gains (NCV, 1989; HREOC, 1991; Manning, 2004; 
Hollinsworth, 2006; Poynting & Perry, 2007; Dunn & Nelson, 2011; Nelson, 2014; 
Sims, 2014). Some authors, including Mellor (2004), also attribute the racism 
prevalence to, in many cases, ‘jealousy or resentment of [minority] engagement in 
behaviors that the mainstream society generally values,’ as evidenced in some 
reports that certain migrant groups are resented and ‘criticized for working too hard, 
going to university or accumulating possessions’ (p. 652-653).  
In addition to this is the ‘silent’ victim factor, i.e. situations where, for a variety of 
reasons, victims—usually Asians and Blacks—are reluctant to recount, complain, 
or report a racist incident that they experience (NCV, 1989). The often-cited reasons 
for the under-reporting of such cases are: language and communication barrier; a 
lack of knowledge apropos of where or to which agencies such incidents should be 
reported; the perception that the processes involved in lodging a complaint can be 
confusing, complicated, and lengthy; a lack of confidence in the law enforcement 
authorities, especially between members of the Indigenous community and the 
police due to the latter’s alleged brutalities against members of the former; the 
presumption that nothing will be done when these incidents are reported—45% of 
people report their experience with  racism but according to a third of them, little 
‘happen[s] after making the report’ (VEOHRC, 2013, p. 33); fear of potential 
reprisals or victimization, including losing jobs; the presumption that the 
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perpetrators—who Poynting and Noble’s (2004) informants characterize variously 
as Australian, Aussies, Anglo, Anglo-Saxon, Anglo-Australian, Originally from 
England, English Speaking Backgrounds, English, White, White Australian, and 
Caucasian—are not often deterred by whatever sanctions are brought against them 
(Ibid.; Wong, 2011; VEOHRC, 2013).     
2.5.2 Racism and discrimination in employment 
Workplace and labor market discrimination is one of the many manifestations of 
racism. Usually, three prominent theories are used to explain labor market 
discrimination, the oldest being the taste for discrimination model, which was 
proposed by Becker (1957, 1971). According to Becker, discrimination occurs 
when some employment agents (e.g. White employers) choose to incur some costs 
rather than hire certain groups of people (e.g. Blacks). The cost may be incurred as 
loss of revenue, income, or productivity for not employing the best among various 
applicants because of the former’s group identity. In the theory of statistical 
discrimination, a person may be discriminated against if an employing body judges 
her/him according to the perceived average characteristics of the group to which 
s(he) belongs (Phelps, 1972). An example is when an employer fails to hire a Black 
person based on the perception that Blacks are not as competent and productive as 
Whites or Asians. The third theory, the crowding or occupational segregation 
model, posits that some employers may discriminate against people from particular 
groups (e.g. Asians) by not hiring them for fear that their inclusion in a work team 
(e.g. of Whites) might destabilize extant social harmony by enraging, annoying, or 
distressing some workers and ultimately disrupting productivity (Bergman, 1974; 
England & Lewin, 1989).    
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Themes that are used in Australia to reinforce the notion that racism does not exist 
in the workplace include: cultural diversity is something good, if kept in private—
except on rare special public occasions; racism concerns emanate from 
hypersensitivity; people should be treated equally but criticism of ‘excess equality’ 
and the privileging of minorities should be allowed; injustices should be corrected 
but not when it is negatively affecting others; economic rationality and productivity 
should underscore all undertaken activity; effort is indiscriminately rewarded; some 
cultures have superiority over others; and cultural differences should not override a 
single national identity (Tilbury & Colic-Peisker, 2006, p. 653). 
As in other domains of Australian society, racist behaviors and practices occur in 
employment. It must be mentioned, however, that one study, which analyzed 
responses from waves 8 and 10 of the HILDA survey, found little evidence to 
suggest that ethnic and religious minorities experience more discrimination than 
their majority counterparts when seeking employment and in the job (see Hahn & 
Wilkins, 2013). Indeed, research shows that in many Australian jurisdictions, i.e. 
states and territories, racism is more widespread in employment than other 
institutional spheres. According to VEOHRC (2013), most (33%) racist abuse and 
discrimination in Victoria occurs in the workplace. Findings from an earlier work 
done in Queensland and New South Wales confirm that racism is prevalent in the 
workplace, although the figure is much lower: 16.5% (Dunn, 2003, 2004). It is 
much higher amongst Indigenous Australians (29%) and people from non-English-
speaking background (NESB; 36%; Dunn, 2003; Nakahara & Black, 2007).  
Another finding reported from surveys carried out between 2001 and 2008 by the 
University of Western Sydney appears consistent with what Dunn found. From the 
study, 17.5% of the 12,512 people who were polled indicated they had experienced 
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racism at work (Graycar, 2010).  However, as with racism in the general population, 
a greater proportion (30%) of migrants reported that they had been discriminated 
against in the job compared with their Australian-born counterparts (13%). Work 
done by Poynting and Noble (2004) in New South Wales and Victoria also found 
higher rates (30%) of its Muslim respondents reporting racism in the job. As in the 
Eastern states, a great proportion (26%) of Indigenous people in the Northern 
Territory experience racism ‘at work or on the job’ (Paradies & Cunningham, 2009, 
p. 556). 
The majority (57%) of these racist behaviors, it has been found, occur verbally 
(VEOHRC, 2013), and are usually directed toward the four most abused and vilified 
groups in the country, namely Asians (mainly ethnic Chinese and Southeast 
Asians), Muslims, and Indigenous and Jewish people (Dunn, 2004; Poynting & 
Noble, 2004). Given this evidence, one may think it would be prudent for Western 
Australia’s anti-vilification laws to protect people against verbal racism but they do 
not. They only cover abuses that occur in print, as earlier stated. For this reason, it 
is likely that the existing laws may not be as effective in stamping out vilificatory 
practices and behaviors, and might explain why racist incidents are higher in 
Western Australia than other Australian jurisdictions. 
One recent study conducted by Booth, Leigh, and Varganova (2011) sidestepped 
what I call the ‘traditional polling methodology’ for measuring racist attitudes 
which many researchers use and Hollinsworth (2006) has criticized and instead 
investigated institutionalized racism directly at various workplaces. They argued 
that ‘if  respondents know the socially correct response, then this [survey] approach 
will… provide a  biased estimate of true attitudes towards racial groups’ (p. 1). 
What Booth and colleagues simply mean is that if polls are used to survey racist 
 90 
 
attitudes, there is a chance that people will provide (favorable) responses that may 
not accurately reflect their real beliefs and attitudes. To the authors, if people are 
unaware that they are being investigated, it is difficult for them to give socially 
acceptable responses, which have the potential to undermine the integrity of 
research outcomes. By way of circumventing the problem, Booth’s team conducted 
a field experiment which, they believed, would enable them to hold constant all 
confounding factors except race/ethnicity. This method was expected to produce 
results that would be more credible than what would be obtained via the traditional 
survey approach. 
In the experiment, Booth and colleagues investigated the extent of employer racism 
toward job seekers from various ethnic and racial backgrounds by applying for over 
4,000 entry-level advertised positions in Melbourne, Sydney, and Brisbane using 
the same résumé content. However, they varied the applicant names—which served 
as a measure of ethnicity/race—to reflect Italian, Anglo-Saxon, Chinese, 
Indigenous, and Middle-Eastern identity. They found that the interview call-back 
rate for Italian ‘applicants’ was 32%; Anglo-Saxon, 35%; Chinese, 21%; 
Indigenous, 26%; and Middle-Eastern 22%. There was a highly statistically 
significant difference between Anglo-Saxons and Chinese, Indigenous, and 
Middle-Eastern ‘applicants’ but not Italians. When expressed as a ratio, the results 
showed that Italians would have to submit 12% more applications to get as many 
interviews as Anglo-Saxons; Chinese would have to submit 68% more; Indigenous 
people, 35% more; and Middle-Easterners, 64% more applications. To obtain an 
interview for a waitress or waiter position, for example, Chinese would have to 
submit twice as many applications as Anglo-Saxons.   
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In all the three eastern states cities, discrimination was greatest for Chinese, 
followed by Middle-Easterners, Indigenous people, and then Italians. Against the 
backdrop of these findings, the authors concluded that ‘we find a clear evidence of 
discrimination against ethnic minorities,’ particularly Chinese, Middle-Easterners, 
and Indigenous people but not Italians ‘at the initial stage of the job-finding process’ 
(Booth et al., p. 567). A much earlier seminal work produced by Collins (1994), 
which reviewed racism in the Australian labor market, corroborates what Booth and 
colleagues found. In his work, Collins persuasively attributed the disproportionately 
high unemployment rates of Indigenous and NESB migrants in large part to 
institutional racism, particularly on the part of employers and human resource 
personnel, whom he described as ‘gatekeepers of the labor market’ (p. 2). Collins 
maintains that as a result of exclusive racism, Indigenous people and NESB 
migrants, especially Middle-easterners, Indo-Chinese, and Africans, have been 
precluded from full participation in the labor market (for a similar argument, see 
Castles & Miller, 2003; Ho & Alcorso, 2004; Jupp et al., 2007; James & Otsuka, 
2009). In other words, Australian employers and personnel agencies may have a 
taste for discrimination against Indigenous people and NESB migrants and/or a 
tendency to practice crowding segregation (see Becker, 1957, 1971; Bergman, 
1974).  
Further, because of inclusive racism, when many Indigenous Australians and NESB 
migrants manage to secure employment, it is usually below their skill level, 
suggesting that ‘racist attitudes and practices, conscious or unconscious, of 
individuals and/or of institutions are a barrier to the meritocratic recognition of 
skills, qualifications and capabilities’ of members of these groups (Collins, 1994, 
p. 2; see Mellor, 2004 for specific inclusive racist experiences of Vietnamese).  To 
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Collins, skills in Australia are a social phenomenon that has been historically 
molded:  
by the male-dominated, sexist power structures of [the] society. As a result some 
aspects of the skills of men and women from NESB or Indigenous background—
which can be referred to as ‘cultural capital’ as distinct from the narrower 
conservative concept of human capital—have been unrecognized and unrewarded 
in the Australian labor market. (Collins, 1994, p. 3)   
Australia is often acclaimed as a multicultural society with a multicultural 
workforce that surpasses that of most other nations,’ yet people’s cultural capital 
endowments are undervalued; perhaps, the suggestion that Australia is retreating 
from multiculturalism into an epoch of post-multiculturalism (Syed & Pio, 2009; 
Dunn & Nelson, 2011) needs to be given serious consideration. To date, the country 
is still struggling to slough off its Anglo-Saxon cultural dominance and privilege, 
fear of cultural diversity, xenophobia, and antipathy toward some cultural groups 
(Forrest & Dunn, 2006a; Forrest & Dunn, 2007). Thus, it is less surprising that in 
1999, migrants ranked ‘the hospitable and welcoming people’ of Australia the best 
among ten attributes but it ranked the lowest in 2013 (Marriner, 2014).  
Indeed, cultural proficiencies, such as an accent, which often signifies 
multilinguality and therefore a capability to handle transnational market issues, are 
given negative connotations and often construed as a lack of communication skills, 
high training costs, unfitting in ‘our work culture,’ and unreliable employers by 
labor market ‘gatekeepers’ (Collins, 1994). Such employment practices on the 
surface seem non-discriminatory but in reality they tend to indirectly discriminate 
against certain groups of people by unfairly excluding them from some jobs which 
they may have the ability to perform but are unable to obtain because the level of 
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proficiency of English is set well above what is actually needed to do the job 
(Collins, 1994; Lo Bianco, 1995; Han, 1999; Loosemore & Chau, 2002; Jupp, 
2007). These practices, more often than not, confine NESB migrants and 
Indigenous people to low-status jobs, i.e. jobs that do not pay well and are beneath 
their capability, culminating in the perpetuation of negative prejudices against them 
(Piore, 1979; Collins, 1994).  
The degree of racial discrimination in Australia’s workplaces has often been a point 
of contention. This is perhaps because it is difficult to discern workplace racism, 
which often manifests in several guises. As such, differentials in wages between 
migrants and people born in Australia have been used as a proxy for racial 
discrimination. Some scholars argue that there is racism in the Australian labor 
market. However, their conservative counterparts disagree, arguing instead that it 
is meritocratic (Collins, 1994). Several studies have shown that migrants earn less 
than their Australian-born counterparts (BLMR, 1986; DIBP, 2014a). However, 
this does not mean that they have lower qualifications. In fact, recent data suggests 
that migrants generally outperform the Australian-born in educational attainment 
(DIBP, 2014a). Other studies report that migrants in certain industries have been 
excluded from accessing professional training and related restructuring processes 
due to a lack of English competency (Baker & Wooden, 1992; Levine, McLennan, 
& Pearce 1992). As Collins (1994) cogently puts it, if these: 
people miss out disproportionately in terms of access to new training opportunities 
today, they will even be more disadvantaged in the Australian society of tomorrow. 
Racial discrimination will become further entrenched, but invisible to 
conservative[s]…who will be satisfied that these outcomes merely reflect different 
English-language abilities. (p. 17)   
 94 
 
According to a study carried out in Western Australia, which explored employment 
and wellbeing experiences of 150 refugees using quantitative and qualitative 
methods, 47% had difficulty in their job search because of their accent, name, 
English language proficiency, physical appearance, and religious affiliation (Fozdar 
& Torezani, 2008). However, a further content analysis of the qualitative material 
by the authors revealed that 78 of the 150 respondents had experienced 
discrimination in their job search and after they got the job. People from NESBs 
constitute over 20% of the general population yet there are only 6% in the public 
service (APSC, 2010; Dunn & Nelson, 2011). Indeed, there are reports of more 
qualified NESB people losing positions to their Australian-born work colleagues 
who are much less qualified (see Kamler, Reid, & Santoro, 1999).  
Given Australia’s racist past, it is difficult to discount these perceptions, or rule out 
discrimination as contributing to the difficulties that ethnic minorities face in their 
job search and in employment, as well as the labor market discrepancies that exists 
between them and their Australian-born counterparts (see Stromback, 1988; 
HREOC, 1995; Birrell & Hawthorne, 1997 for some of these challenges). For many 
migrants and ethnic minorities, a way of avoiding the racism in wage-labor 
employment is escapement into self-employment (Yuan, 1988; Pascoe, 1990; 
Collins, Gibson, Alcorso, Tait, & Castles, 1995a).  
In sum, many of the difficult labor market experiences of migrants and ethnic 
minorities, including their dominance in self-employment, non-recognition of their 
overseas credentials (it takes up to ten years for migrants to be able to get jobs 
comparable with their overseas credentials), low representation in the wage-labor 
market, as well as their inescapable confinement to exploitative, low-status jobs 
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have racist explanations (Birrell & Hawthorne, 1997; Colic-Peisker & Tilbury, 
2007; Jupp et al., 2007).    
Due, in part, to these difficulties, Middle-easterners, Indo-Chinese, and Africans 
have often found themselves receiving the lowest pay (Ho & Alcorso, 2004; Jupp 
et al., 2007; James & Otsuka, 2009), suggesting that poverty in Australia may be 
racially and ethnicity-based. Partly for this reason, Australia has been described as 
having the most culturally segregated workforce in the OECD (Debrah & Smith, 
2001). Four decades after the official scrapping of the White Australia Policy, the 
country still remains a pigmentocracy (see Lynn, 2008), i.e. people’s social and 
economic status continues to be predicated on the color of their skin. 
It is problematic that racism is a constant, embedded feature of the Australian labor 
market and the society at large given that racist experiences, when internalized and 
cumulative, can be traumatizing, humiliating, hurtful, and enraging, leading to 
suboptimal ‘physical, psychological, social, functional, and spiritual health’ 
(Fozdar & Torezani, 2008, p. 35; see Harrell, 2000; Jones, 2001; Guerin & Guerin, 
2007). It can lead to hostility, low-self-esteem, depression, problem drinking, 
reduced employee commitment, and job dissatisfaction (Holder & Vaux, 1998; 
Larson et al., 2007; Rospenda, Richman, & Shannon, 2009; Buttner & Lowe, 2010). 
For Indigenous Australians and individuals of African and Asian descent in 
particular, racial discrimination is strongly linked with mental distress (Williams, 
Yu, Jackson, & Anderson, 1997; Williams & Harris-Reid, 1999).  
Further, racial discrimination adversely impacts levels of co-operation, goodwill, 
and open communication and produces inefficiency, absenteeism, and inflexible 
work practices which, together, lower productivity levels (Collins, 1994; 
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Loosemore & Chau, 2002). Pettman (1986) and Hollinsworth (2006) argue 
eloquently that it is a legal obligation to challenge racism because it: is morally and 
philosophically wrong; damages its victims and reduces life chances; damages 
everyone by distorting understanding of ourselves and others; distorts social 
relations and undermines other social goals; and most relevantly, constrains victims 
from performing their jobs properly and effectively.  
Unfortunately, race relations discourse—both in the workplace and general 
society—has focused on promoting tolerance and harmony (Hage, 1998) which, 
according to Hollinsworth (2006), lacks efficacy in resolving racial conflicts mainly 
because it often ‘encourage[s] sentimentalism and a lack of precision’ (p. 252). This 
is because the language of harmony between conflicting parties wielding disparate 
power regimes usually ‘subserves the interest of the dominant [powerful] group’ 
(Parekh, 1987, p. viii; see DIMA, 1998 for Australia’s Living in harmony program). 
The most effective way to combat racism is to ‘demand a deconstruction of the 
ideological and material power inherent in racist discourse, structures, and 
practices’ (Hollinsworth, 2006, p. 253). This requires tackling a wide gamut of 
economic and socio-political issues at the different levels of government using a 
combination of the following strategies:  
1. Cultural awareness strategies—These assume that racism is a function of 
ignorance, or a lack of understanding, of other cultures and that emphasizing 
or problematizing cultural differences will create the needed cultural 
awareness that could help stem racial conflicts 
2. Racism awareness strategies—Here, ‘whiteness’ is emphasized and 
problematized.  It is a contentious approach used extensively in the US and 
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Britain, where people are made aware of the rights and privileges they enjoy 
over other races by reason of being ‘White’ 
3. Anti-racist strategies—They focus on deconstructing power differentials 
between various cultural groups by targeting underlying social structures 
and processes that ultimately influence decision making as well as the 
distribution of resources to the groups 
4. Social justice strategies—As in anti-racism strategies, they target the 
complex material and cultural structures that often perpetuate inequalities. 
However, they consider racism as one of the many factors (others being age, 
class, sexuality, and gender) that proffer rights and privileges to certain 
groups but deny others of such things (Hollinsworth, 2006; Fozdar et al., 
2009).  
Poynting and Perry (2007) have argued that the state plays a crucial role in ‘shaping 
how to do ‘race’’ (p. 161). It is therefore not surprising that the state is considered 
the ‘pre-eminent site for racial conflict’ (Ibid.), i.e. the activity or inactivity of the 
state—in this case local, state, and federal governments—contributes enormously 
to the proliferation or otherwise of racism. Thus, whether or not racism, and as a 
matter of fact discrimination, will flourish in the labor market, workplace, and 
society at large will depend on the commitment of these different levels of 
government to providing the enabling environment for such practices to occur. For 
all intents and purposes, this argument is coherent with HREOC’s (1991) 
recommendation that: 
the Federal Government accept ultimate responsibility for ensuring, through 
national leadership and legislative action [italics added], that no person in 
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Australia is subject to violence, intimidation or harassment on the basis of race. (p. 
387)    
2.5.3 Summary and conclusion  
In this section, racism in Australian society, with particular attention to 
discrimination in employment, was discussed. It began with an explanation of the 
concepts of racism and discrimination. It then discussed two important pieces of 
federal legislation—the Racial Discrimination Act of 1975 and Racial Hatred Act 
of 1995—that have been developed to help control racism. In addition, statistical 
reports on minorities’ experience of racism in employment and the society at large, 
as well as the extent to which Australians, and the nation as a whole, are perceived 
as racist were presented and discussed. Also discussed were the reasons why racial 
discrimination is widespread, why many racism incidents do not get officially 
reported, and the impact of racism on victims, culprits, employers, and the society 
as a whole. Further, an integrated approach to curbing racism was suggested.          
I would conclude this discussion by arguing that Australia is a unique country. Its 
citizens exhibit social attitudes that are somewhat befuddling in the sense that 
multiculturalism is favored by the majority yet racism is rife. Genuine attempts have 
been made by state and federal governments to exuviate the nation’s racist past. In 
spite of these efforts, the nation’s racist tradition continues (Mellor, 2004), with 
Indigenous people and non-Anglo Australians and migrants being the main 
sufferers, raising doubts about the efficacy of using punitive measures to stem this 
kind of behavior (Nesdale, 1997). Given that government institutions and all levels 
of government have been implicated in this vice (Poynting & Noble, 2004), it is 
important that they take a much bolder step and demonstrate leadership in this area, 
in particular at the national level, as the HREOC advises, in the hope that racist 
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violence and discrimination will one day subside in Australia. It needs to be 
mentioned, however, that in taking such a step care should be taken not to focus 
only on diversity management or cultural competency/awareness, as has usually 
been the case in the workplace, given that, singly, each has not been effective in 
reducing racial inequalities and systemic racism (Trenerry & Paradies, 2012).     
2.6 Job satisfaction: Definitions and concepts  
The human relations movement that originated in the 1920s following the conduct 
of the Hawthorne studies, described earlier, gave prominence to the concept of job 
satisfaction. Since then, job satisfaction has been widely studied in many disciplines 
mainly because it is linked in various degrees with other job and life-related 
attitudes and behaviors, including emotional intelligence, well-being, 
affective/emotional organizational commitment, employee engagement, turnover 
intentions, absenteeism, job commitment, and productivity (Brunetto, Teo, 
Shacklock, & Farr-Wharton, 2012; Wood, Van Veldhoven, Croon, & Menezes, 
2012).  The multidisciplinary manner in which job satisfaction has been studied has 
contributed in large part to the variety of definitions and explanations that the 
concept has embraced. In spite of the variety, job satisfaction has often been 
understood and cited as a ‘pleasurable or positive emotional state resulting from an 
appraisal of one’s job or job experiences’ (Locke, 1976, p. 1300; for other 
definitions, see Hoppock, 1935; Smith, Kendall, & Hulin, 1969; Cranny, Smith, & 
Stone, 1992; Kim, Leong, & Lee, 2005).  
From the many definitions and explanations, it appears the consensus is that job 
satisfaction derives from affective responses to the job situation. However, job 
satisfaction transcends affect. This is because affective states are simply moods and 
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emotions, which, unlike satisfaction, are not evaluative judgments because ‘they 
come and go’ (Weiss, 2002, p.176). Because of this, the present study considers job 
satisfaction  a social attitude; a complex construct, which, according to the original 
tripartite model, encompasses three elements—cognition (thoughts), affect 
(emotions), and beliefs (Olson & Zanna, 1993; Petty et al., 1997; Weiss, 2002; 
Judge et al., 2012). It is believed that these three factors influence evaluations that 
people make about things, including satisfaction (Weiss, 2002).  
Drawing on the tripartite definition, it is argued that workers make cognitive and 
affective summary evaluations of their job experience but within the context of their 
cultural beliefs. Further, they evaluate their satisfaction on a negative-to-positive 
continuum, as seen in Spector’s (1997), Weiss’s (2002), and Judge et al.’s (2012) 
understanding of the concept. According to Spector (1997, p. 2), job satisfaction is 
an attitudinal construct, which describes ‘the extent to which people like 
(satisfaction) or dislike (dissatisfaction) their job.’ For Weiss (2002, p. 175), it is ‘a 
positive (or negative) evaluative judgment one makes about one’s job or job 
situation.’  In the view of Judge et al. (2012), job satisfaction can be construed as 
favorable or unfavorable multidimensional, psychological responses—cognitive 
and affective—to the job situation.  
Based on the three explanations, job satisfaction is defined in this thesis as ‘a 
cognitive and affective evaluative judgment that describes the extent to which 
people like or dislike their job and the different aspects of it.’ As can be seen, this 
is an integrated definition derived from Spector’s, Weiss’s, and Judge et al.’s 
understanding of the concept. 
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Job satisfaction may be assessed in two ways. First, it may be done at a 
general/overall/global level in which case people may be asked to put the job in 
context and evaluate the satisfaction they derive from it as a whole (Spector, 1997). 
It may also be evaluated using job facets/domains/dimensions, e.g. pay and 
interpersonal relationships (Law et al., 1998; Weiss, 2002). Facets can be used to 
estimate satisfaction through the bottom-up and top-down approaches (see 
Veenhoven, 1996; Verkuyten, 2008), which are models I adapted from the concept 
of life satisfaction. In the bottom-up approach, various facets may be appraised and 
tallied into an overall satisfaction whilst in the top-down model, overall satisfaction 
is the basis from which satisfaction for the various facets is derived. The former, 
Spector (1997) notes, seems to gather more empirical support. 
Generally, facets occur in two forms: objective and subjective (Dries, Pepermans, 
& Carlier, 2008; Abele and Spurk, 2009). Objective facets are observable and 
quantifiable (e.g. pay). By contrast, subjective facets are not readily observable and 
are difficult to quantify because they require perceptive evaluation (e.g. 
supervision). Both facet types may, however, produce intrinsic and extrinsic 
satisfaction (Herzberg, Mausner, & Snyderman, 1993; Rothausen et al., 2009). 
Intrinsic satisfaction is derived from the job content or characteristics inherent in 
the job itself (e.g. responsibility) whereas extrinsic satisfaction is derived from the 
job context, i.e. conditions external to the job (e.g. pay).  
Although the sum of the satisfaction levels derived from the different job domains 
is, in principle, supposed to match overall satisfaction, evidence suggests that this 
is not always the case (Warr, Cook, and Wall, 1979; Law et al., 1998; Rothausen et 
al., 2009). According to Spector (1997), facets provide a more reliable estimate of 
overall job satisfaction. This is because questions that are asked about specific areas 
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of a job are believed to be more responsive to external influences than broad 
questions (see ABS, 2009b).   
Some researchers do not give much credence to the use of facets even though they 
are considered a more reliable option for measuring job satisfaction. Weiss (2002), 
for example, argues that facets only add complexity to satisfaction evaluation. To 
him, facets are just: 
Discriminable objects in the work environment...Any element of work experience 
that is at all discriminable, that can become an object of thought, can be the subject 
of evaluation and therefore can be considered a ‘facet.’ The desks, the pay, the 
toupee of your boss are all objects of thought, subject to evaluation. (p. 196)     
In spite of Weiss’s apparent disregard for facet assessment, when investigating 
cultural differences in satisfaction, researchers usually prefer to use overall and 
facet satisfactions concurrently (see Scott, Swortzel, &Taylor, 2005; Spector & 
Wimalasiri, 2008; Ng, Sorensen, &Yim, 2009).  
Job satisfaction tends to be influenced by certain demographic and occupational 
attributes; the most commonly reported being age, level of education, income, 
gender, and work schedule (Oshagbemi, 2000; Kirkman & Shapiro, 2001; Shader 
et al., 2001; Trevor, 2001; Oshagbemi, 2003; Lok & Crawford, 2004; Lundquist, 
2008; Boumans, de Jong, & Janssen, 2011 for some studies). Different aspects or 
levels of these attributes can influence satisfaction either favorably or unfavorably. 
For example, part-time workers seem to have higher levels of  satisfaction than 
those who are full-time (Eberhardt & Shani, 1984); permanently employed night 
shift workers seem to be more satisfied than their colleagues contracted temporarily 
(Jamal & Baba, 1992); and women tend to be more satisfied than men (Lundquist, 
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2008). Different aspects of the attributes can also alter the priorities that people give 
to various job facets. For example, older workers find intrinsic facets more 
important than their younger counterparts (Boumans, de Jong, & Janssen, 2011). 
Thus, accurate prediction of job satisfaction needs to take demographics into 
account.       
In addition to the above attributes, the experience of job satisfaction has been found 
to differ from one culture to another. In a landmark study, which Hofstede (1980; 
1984) conducted using IBM employees across forty countries, he observed that 
cultural differences explain discrepancies in work-related values and attitudes (e.g. 
job satisfaction) better than biographical demographics. Yet, in Australia as well as 
in other countries, there is a large body of literature that explains differences in job 
attitudes based on biographical data but very little on cultural differences (see 
Castillo, Conklin, & Cano, 1999; Nestor & Leary, 2000; Scott et al., 2005; Boumans 
et al., 2011).  
2.6.1 Job satisfaction theories 
As noted above, job satisfaction has been variously defined. This has contributed 
to the different perspectives that have been advanced to explain the concept. In this 
study, only theories that are popular and have attracted research attention are 
presented. These include Maslow’s theory, the motivation-hygiene or two-factor 
theory, the job characteristics model (JCM), the internal dispositional theory, and 
the social information processing theory (SIP). Only the three theories that are 
tested in this study, namely the motivation-hygiene, JCM, and the internal 
dispositional theories, are given a detailed consideration.    
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According to Maslow’s theory, members of all cultures have physiological, safety, 
love, esteem, and self-fulfillment needs, which occur in an order of higher to lower 
relative prepotency (Maslow, 1943). Physiological needs (e.g. food) are the most 
prepotent and mark the beginning of human needs. Safety, love, esteem, and self-
fulfillment needs then follow in a hierarchical order. Higher-order needs (e.g. 
esteem) emerge as lower-order ones (e.g. physiological) are relatively satisfied but 
not necessarily in a pyramidal order as characterized in the literature (Aungles & 
Parker, 1989; DuBrin, 2005). Based on the theory’s premise, it may be argued that 
there are some common pressing needs which people, irrespective of culture, aspire 
to fulfill on the job in order to be satisfied. It will not be surprising that some of 
these needs will be prioritized over others. Moreover, it is possible that once such 
needs (e.g. pay) have been satisfied on the job, newer ones (e.g. promotion) will 
emerge. It is also possible that people from rich and poor cultures will vary in terms 
of their needs and aspirations and therefore the importance they place on different 
job facets in meeting those desires. For this reason, Hofstede (1984) criticizes 
applicability of the theory outside of the Western world, arguing that it is 
ethnocentric.  
The proponents of the second theory, Herzberg et al. (1993), interviewed people in 
Pittsburgh, Pennsylvania, asking them to describe events that made them feel 
exceptionally good or bad at work. Based on the investigation, they proposed the 
motivation-hygiene (two-factor) theory, which categorizes job facets into two: 
content/intrinsic and context/extrinsic factors. According to them, the former, 
which they also label as motivators/satisfiers, directly provide satisfaction (Table 
2.1). In contrast, context factors, which they further describe as 
hygiene/dissatisfiers, do not lead to satisfaction but are only able to mitigate 
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dissatisfaction. Of the two groups of factors, motivators tend to be better predictors 
of performance effects, including: the rate and quality of work; turnover; mental, 
psychosomatic, and physiological health; and attitudinal effects, e.g. attitudes 
toward oneself and co-workers (Herzberg et al., 1993). The authors maintain that 
positive feelings that are derived from motivators tend to persist longer and are 
more memorable than negative feelings. In contrast, negative feelings about 
hygiene factors, they argue, seem to persist longer and are more memorable than 
positive feelings.   
Table 2. 1 Herzberg’s motivators (satisfiers) and hygiene (dissatisfiers) 
factors 
Motivators  Hygiene  
Achievement Salary 
Recognition Possibility of growth 
Responsibility  
Interpersonal relationships with 
peers or work colleagues 
Nature of work 
Interpersonal relationships with 
work superiors  
Advancement or promotion 
Interpersonal relationships with 
subordinates 
 
Technical supervision 
Company policy and 
administration 
Working conditions 
Personal life 
Job security 
Status 
 
Herzberg and his colleagues posit that, in the absence of motivators, workers would 
not be satisfied but this does not suggest that they would be dissatisfied. To them, 
dissatisfaction occurs only in the absence of hygiene factors. For this reason, if a 
worker starts from a neutral position on a job satisfaction continuum, satisfaction 
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would begin to increase with the introduction of motivators. The worker would 
return to the neutral point upon withdrawal of the motivators. However, if s(he) 
starts from a neutral point of dissatisfaction and hygiene factors are introduced, 
s(he) will be less dissatisfied; eliminating the factors would bring him/her back to 
the neutral point.  Improving hygiene factors, they maintain, seldom improves job 
attitude. The theory has been criticized because it is believed that conditions that 
provide satisfaction can also lead to dissatisfaction, and vice-versa (see Carroll, 
1973).    
The third theory, which is the job characteristics model (JCM), was proposed by 
Hackman and Oldham (1976, 1980). The JCM is believed to be the most influential 
among job characteristics theories (Spector, 1997). Its concepts are grounded in job 
enrichment. The theory posits that people from all cultures derive motivation and 
satisfaction from enriched jobs. These are jobs that are ‘rich’ in skill variety, task 
significance, task identity, autonomy, and feedback (Fig. 2.1).  
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Fig. 2. 1 Hackman and Oldham's Job Characteristics Model 
Core job                       Critical psychological                                Personal & work  
characteristics                          states                                                       outcomes 
1. Skill variety                                                               
2. Task significance           Meaningfulness                          High general satisfaction  
3. Task identity                             High growth satisfaction 
4.  Job Autonomy                Responsibility                           High work effectiveness                
                                                                                                      (quality & quantity)  
5. Job feedback                 Knowledge of results                    High internal motivation 
Moderators 
 
                                            Growth Need Strength   
                                               Context satisfaction  
____________________________________________________________________                              
Source: Hackman & Oldham (1980). Work redesign. 
Skill variety reflects the amount of different skills required to do a job. Task 
significance relates to the social impact that a job has on individuals in the 
organization and beyond. Task identity indicates the extent to which workers are 
able to start a job and finish it and see a measured outcome. Job autonomy indicates 
the level of control or discretion a worker has in doing a job. Lastly, job feedback 
reflects the extent to which a worker gets clear information about her/his 
performance. According to the theory, jobs endowed with the five core features 
psychologically provide meaning, responsibility, and knowledge. A meaningful 
job, according to Hackman and Oldham, has three basic elements: skill variety, task 
identity, and task significance. A responsible job, they maintain, provides autonomy 
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whilst regular feedback enhances knowledge. There may be discrepancies in the 
aspects and levels of experience of the psychological states by members of different 
cultures, which could lead to differences in the way job satisfaction is experienced.  
Together, the job dimensions produce motivating potential scores (MPS), which 
may be calculated as follows: 
FeedbackxAutonomyx
identitytaskcesignificantaskarietyskill
MPS
3



 
MPS for each core characteristic can be obtained from the Job Diagnostic Survey 
(JDS), a standardized satisfaction measure that was earlier developed by the same 
authors (see Hackman & Oldham, 1975). The scores on each job characteristic 
range from a low of 1 to a high of 7. Thus, MPS scores range from 1 to 343. Higher 
scores denote a greater propensity for the job to produce satisfaction and internal 
motivation, i.e. good feelings resulting from good performance, and vice-versa 
(Hackman & Oldham, 1980). In addition to this, the JCM incorporates growth-
need-strength (GNS), a personality characteristic that reflects workers’ need for 
personal growth. People with high GNS, the theory maintains, respond more 
strongly to the psychological states, and vice-versa.  Thus, those with high GNS 
tend to benefit more from enriched work. Context factors (e.g. pay and interpersonal 
relationships), Hackman and Oldham believe, also influence response to the 
psychological states, albeit not as strongly as GNS.  
 Hackman and Oldham caution that the theory is not without limitations. They 
argue, for example, that the link between the job characteristics and the 
psychological states is not clear-cut given that in subsequent studies they found that 
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autonomy was moderating not just responsibility but other psychological states as 
well. 
The next theory, the internal dispositional theory, links job satisfaction to 
personality characteristics. The latter are considered inherent traits that can make 
people satisfied or dissatisfied no matter the favorableness, or otherwise, of job 
conditions (DuBrin, 2005), suggesting that satisfaction can vary from one 
individual to another with or without an element of culture. The theory espouses 
the Pollyanna principle, i.e. the notion that people who look on the bright side of 
things are happier and may be more satisfied with their job than those who are 
pessimistic in life (Argyle, 2001). The model gained popularity following 
Schneider and Dachler’s (1978) and Staw and Ross’s (1985) disclosure that 
satisfaction can remain stable over a long period of time even after people change 
jobs or employers.  
The theory is grounded in the Five-Factor Model (FFM) or Big-Five personality 
traits, which describes people in terms of: Openness/Intellect—People with this trait 
are intellectually curious, imaginative, have a broad range of interests, and are open 
to unconventional ideas; Conscientiousness—Conscientious people are well 
organized, high-standard achievers, reliable, and dutiful; Extraversion/Surgency—
People with this trait are attention seekers, talkative, cheerful, and like to socialize; 
Neuroticism/Emotional Stability—People with this trait are emotionally unstable 
and quite often experience stress from negative emotions, e.g. anxiety, anger, and 
sadness; and Agreeableness—Agreeable people are blunt, compassionate, 
generous, and considerate (Saucier, 1994; Thompson, 2008). Each of the traits is 
measured using narrower descriptors. Advocates of the theory maintain that 
members of all cultures experience the five traits but the levels at which they 
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experience them differ (Heine & Buchtel, 2009). It is, however, not clear how the 
traits interact with race and ethnicity to influence job satisfaction. 
The final theory, the Social Information Processing (SIP) theory, which is the most 
recent of the theories, has been proposed by Salancik and Pfeffer (1978). It was 
developed to challenge the above theories, which they characterize as need-based 
theories. In making a case for the SIP model, Salancik and Pfeffer explained that 
need-satisfaction theories erroneously assign fixed characterizations to peoples’ 
needs. Their theory is based in Festinger’s (1954) social comparison theory which 
posits that, as part of self-evaluation, people often compare their perceptions and 
abilities with those of their colleagues. Based on Festinger’s theory, Salancik and 
Pfeffer argue that workers’ perceptions and attitudes are determined in a social 
networking context, and not through individual needs. This way, they see job 
satisfaction as a social construction, i.e. a learned artifact.  
The notion that job satisfaction is a social construction raises two important issues. 
First, people are capable of constructing their satisfaction by ‘selectively perceiving 
and interpreting their own social environment’ (Salancik & Pfeffer, 1978, p. 249). 
This suggests that satisfaction may be within the control of individuals because the 
choice of their social environment and how to appropriately respond to the 
satisfaction, or the lack of it, is vested in themselves. Second, people’s responses 
may depend on the social environment where the satisfaction evaluations are 
conducted. For a person who worked in Ghana and Australia, for example, 
discrepancies in satisfaction responses that may occur during evaluations in the two 
societies may, in the context of the theory, be explained by the different people with 
whom the person socialized with whilst working in those countries. The different 
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responses may reflect discrepancies in work significance/centrality, which could, 
in turn, determine the importance attached to job facets in the two distinct cultures. 
2.6.2 Summary  
This section presented a review of literature related to the concepts of job 
satisfaction. Based on the review, a definition was offered to explain what is meant 
by job satisfaction in the present study. Further, the section reviewed the major 
theories that have been proposed to explain the concept, i.e. Maslow, motivation-
hygiene, job characteristics model (JCM), internal dispositional, and the social 
information processing theories. Three of them—the JCM, motivation-hygiene, and 
internal dispositional theories—were tested in this study. The section also discussed 
demographic variables that potentially influence satisfaction. Further, it explained 
why job facets predict satisfaction better than global satisfaction.   
2.7 Race, ethnicity, and job satisfaction  
A review of the literature suggests that interest in race and ethnicity-related job 
satisfaction research has not waned since it began in the late 1960s in the US. In 
fact, work in this area increased moderately from the 1980s through the 1990s and 
into the 2000s, as information from the Introduction chapter of the thesis illustrates. 
It is not clear why, to-date, nearly all the work has been done in the country where 
interest in the field originated (see Moch, 1980; Glymour, Saha, & Bigby, 2004; 
Banerjee & Perrucci, 2010). While it may be a response to the call for more research 
efforts to be directed toward race due to a lack of data on minorities in comparison 
with mainstream in the US (Fuhrer, 1996; Tsui, Nifadkar, & Ou, 2007), the lack of 
research from other countries is surprising. 
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It has been argued that research outcomes from one country cannot be transferred 
to other countries without caution due to fundamental differences in cultural values 
(Debrah & Smith, 2001). Thus, given that the socio-cultural demographics and 
work culture of the US are different4 from that of Australia, findings from 
race/ethnicity vs. job satisfaction studies cannot be freely transferred between these 
two cultures.  
Indeed, as part of reviewing race and ethnicity vs. job satisfaction literature for the 
current study, nearly 46,000 job satisfaction studies were found to have been 
reported between 1960 and 2012 in five electronic databases. However, only 668 
of them focused on race- and ethnicity-related issues, and these were mostly 
undertaken in the US. It could be inferred that, except to some extent in the US, job 
satisfaction research has overlooked racial and ethnic considerations.  
Outcomes of such studies would be important to governments of immigrant nations, 
including Australia, whose labor force comprises people from many racial and 
ethnic backgrounds, some of whom the governments pursue from overseas for their 
skills. One would expect that in countries where racial differences in satisfaction 
have received attention, governments would implement some of the 
recommendations to ensure workers from different cultural backgrounds, including 
those they recruit from abroad, are satisfied. Yet, it appears governments have so 
far not pursued this approach.   
                                                 
4 As an illustration of one of such socio-cultural differences, in the US, there are five official races—
White, Black or African American, American Indian or Alaskan Native, Asian, and Native Hawaiian 
or other Pacific Islander —and two ethnicities—Hispanic or Latino and not Hispanic or Latino 
(Humes, Jones, & Ramirez, 2011). Additionally, people can self-identify with multiple races. As 
earlier indicated, in Australia, no official race categories exist, as data is not officially collected on 
race. Information is, however, available on ethnic groups (see ABS, 2011a).  
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2.7.1 Race, ethnicity, and job satisfaction research 
As mentioned earlier, evidence on racioethnic influence on job satisfaction is 
conflicting. Some investigations find little or no relationship between race/ethnicity 
and satisfaction (see Tuch and Martin 1991; Glymour et al., 2004; Acquavita et al., 
2009; Campbell, 2011). Blacks, Whites Native Americans, Asians, Hispanics, and 
Pacific Islanders were mainly recruited in these US studies.  
In Tuch and Martin’s study, they observed from analyzing four combined US 
General Social Survey datasets that although Whites reported a higher mean 
satisfaction score than Blacks, the difference was small, urging them to conclude 
that there is more uniformity than variation in satisfaction across the two groups. 
Acquavita et al. (2009) recruited 87 social workers for their study while Campbell 
(2011) recruited 293 managers and supervisors of five different resorts of the same 
company.  Like Tuch and Martin, both studies found little evidence to suggest that 
race influences job satisfaction. However, it should be mentioned that, unlike 
Acquavita and her colleagues, Campbell (2011) accounted for differences in job 
and personal demographics. It should also be mentioned that both studies had a 
problem with minority representation. For example, of the 293 people that took part 
in Campbell’s study, only 13 were members of minorities (3 Blacks, 4 Native 
Hawaiians/Pacific Islanders, and 6 Asians); 209 were Whites. The rest reported 
more than one race or did not respond to the race question.  
Contrary to the evidence from the above investigations, the majority of scholarly 
work that has been done overseas in this field does support the conclusion that job 
satisfaction varies across races/ethnicities. Notable among them is the study 
conducted by Moch (1980). Moch demonstrated using regression analysis that over 
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50% of disparities in job satisfaction may be attributed to race. This revelation 
probably accounted for the increase in attention that was paid to race vs. satisfaction 
investigations beginning from the 1980s. Moch’s study is crucial to race-job 
satisfaction research because it was the first to introduce rigorous methodological 
procedures, including statistical adjustment of demographics, to investigate the 
causes of racial differences in satisfaction.  
Although the effect of race/ethnicity on job satisfaction seems established, there is 
a lack of conclusive evidence regarding which group, in particular Blacks and 
Whites—the two most investigated groups—reports higher levels of satisfaction. 
The varied conclusions have persisted since research interest in this area began in 
the early 1970s. Whereas some researchers (e.g. Gavin and Ewen, 1974; Friday, 
Moss, & Friday, 2004; Lundquist, 2008; White, Cooper, Saunders, & Raganella, 
2010) demonstrate that Whites have lower satisfaction than Blacks, others report 
contrary results (e.g. Milutinovich, 1977; Moch, 1980; Ali, 2009; Banerjee & 
Perrucci, 2010).  
While Gavin and Ewen (1974), for example, examined job satisfaction among 
Blacks and Whites in the civilian society, Lundquist’s (2008) work focused on the 
military. In both cases, surveys were used. Gavin and Ewen’s results were in line 
with their expectation that Blacks would report higher satisfaction because they 
believed they may compare themselves with their unemployed counterparts and/or 
compare their current situation with their unemployed past.  
Lundquist attributed Blacks’ higher satisfaction in the military, compared with the 
civilian society, to the ‘social meritocratic’ nature of the institution. The US 
military, she intimates, has put a lot of effort into successfully eradicating prejudice 
 115 
 
and racial discrimination. Lundquist, unlike Gavin and Ewen, controlled for some 
personal and occupational demographics, and weighted the data to adjust for errors 
that might accrue from non-response and the overrepresentation of Whites. A 
similar work done later in the police service corroborated her findings that Blacks’ 
satisfaction levels may be higher than Whites (see White et al., 2010). Lundquist 
concluded that the often-reported Black dissatisfaction in the civilian society can 
be attributed to structural inequality, i.e. discriminatory practices.  
In contrast to the above findings, some race/ethnicity vs. job satisfaction studies 
(e.g. Banerjee & Perrucci, 2010) report that Whites and members of the majority 
race/ethnicity have higher levels of satisfaction than minorities. A majority of the 
studies use participants from the American workforce. Exceptions to this are studies 
conducted by Abu-Bader (2000) and Colic-Peisker and Tilbury (2007; see also 
Fozdar & Torezani, 2008; Colic-Peisker, 2009). Like Lundquist, these authors 
attribute differential satisfaction to discrimination.  
As in many other studies (see Friday et al., 2004; White et. al, 2010), Banerjee and 
Perrucci (2010) used a single item to assess job satisfaction—an approach which 
Spector (1997) and Sabharwal (2011) caution may not accurately predict 
satisfaction. However, for two reasons, one would argue that Banerjee and 
Perrucci’s work was methodologically rigorous. First, the dataset they used—the 
2011 National Study of the Changing Workforce—was representative of the US 
workforce. Second, like Lundquist, job and personal demographics were adjusted 
for. Whites’ satisfaction levels were higher than those of their non-White 
counterparts, with or without the adjustments.   
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The only work located in the literature conducted outside of America and 
continental Europe that demonstrates the causal relationship between ethnicity and 
job satisfaction through the use of multiple facets is credited to Abu-Bader (2000). 
While investigating the best possible predictors of turnover, burnout, and job 
satisfaction in a survey of 218 Israeli social workers of Arab (minority) and Jewish 
(majority) descent, Abu-Bader noted that ethnicity explains 2% of the variance in 
job satisfaction. This falls far short of the 53% which Moch (1980) found for race. 
Abu-Bader found that the satisfaction levels of workers of Jewish ethnicity were 
higher than those of Arabs.  
Although little is known about the racioethnic differences in job satisfaction in 
Australia, available evidence suggests that, even among migrants, Whites are more 
satisfied than non-Whites. Results from a survey conducted by Colic-Peisker and 
Tilbury (2007) using 150 newly-arrived refugees of ex-Yugoslavian, Middle-
Eastern, and black African origin suggest that White refugees have higher job 
satisfaction levels than their Black counterparts.  Specifically, ex-Yugoslavs and 
Middle-Easterners report comparable satisfaction, and their satisfaction levels 
surpass those of black Africans.  
The relationship between job satisfaction and race/ethnicity is therefore a complex 
one. Despite the complexity as well as the lack of consistency in the outcomes of 
the studies described above, it is possible that, in the current research, people who 
may identify themselves as White might report higher levels of satisfaction than 
their Black, Asian, and mixed-race counterparts, which are the minority groups 
considered in this study. The reason for this is that, in Australia, members of these 
groups tend to face several challenges, including racist and discriminatory practices 
in employment and the labor market, as illustrated earlier in the chapter.  Such 
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challenges and hostilities can either directly or indirectly undermine their chances 
of deriving meaningful satisfaction from the work they do.    
The relationship between job satisfaction and race/ethnicity is complicated further 
when the focus shifts from satisfaction levels to the preference that people from 
different races/ethnicities give to satisfaction facets. Although some studies suggest 
that there is little racioethnic disparity in the preference for extrinsic and intrinsic 
facets (e.g. Campbell, 2011), evidence from others suggests otherwise (e.g. Moch, 
1980; Glymour et al. 2004). Some investigators argue that as ‘blackness’ and 
minority status is a proxy for discrimination, members of these groups are usually 
materially deprived and, therefore, prefer extrinsic rewards, e.g. wages and security 
(Moch, 1980). Others disagree with this position and instead argue that the 
satisfaction of members of all races is significantly affected by extrinsic rewards 
(Ali, 2009). Interestingly, Ali’s results also show that intrinsic conditions (e.g. 
achievement and responsibility) do not significantly influence overall satisfaction.   
Some studies have shown that people from wealthy and highly individualistic 
societies derive job satisfaction mainly from intrinsic facets while those from poor 
and highly collectivist societies derive satisfaction from extrinsic rewards. For 
example, analysis of data compiled by Hofstede (2001) from 177,000 IBM 
employees across seventy-two countries revealed that the job satisfaction of people 
from wealthy and highly individualistic societies, such as Australia, is strongly 
influenced by autonomy and challenge. In contrast, it is influenced by physical 
conditions in collectivist societies, as seen in Guatemala. 
Findings from Rothausen et al. (2009), however, contradict some of Hofstede’s 
conclusions. Rothausen and her colleagues investigated the extent to which facets 
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that are not measured by the conventional scales (e.g. the JDI) affect overall 
satisfaction in collectivist and individualist societies. They found that intrinsic 
factors matter in both societies. Even though Hofstede’s work demonstrates that 
intrinsic facets contribute immensely to job satisfaction in highly individualistic 
cultures, he also notes that some intrinsic facets (e.g. skills use) predict overall 
satisfaction better in collectivist than individualist societies, further adding to the 
complexity of the effect of culture on job satisfaction. 
Some general conclusions may be drawn from the literature review in relation to 
racioethnic disparities in satisfaction. These conclusions have enabled the 
identification of gaps that are addressed, and approaches that are used, in the 
existing study. To begin with, virtually all studies located in the literature use survey 
data. Secondly, it is difficult to locate work that uses both surveys and interviews 
as mixed methods are not popular in this field. Except in some studies (e.g. 
Campbell, 2011), data on ethnicity is rarely collected. Rather, ethnicity is 
‘constructed’ for participants by researchers (e.g. Glymour et al., 2004). 
Furthermore, the terms ‘race’ and ‘ethnicity’ tend to be used interchangeably even 
though the fundamental meaning of the two concepts is different (see Yinger, 1981; 
van den Berghe, 1983; Banerjee & Perrucci, 2010). 
In addition, most studies use single or very few items in the assessment of overall 
job satisfaction,  as evidenced in the work of Lundquist (2008), Pitts (2009), and 
White et al. (2010), although it has been suggested that single items cannot 
adequately tap satisfaction as they tend to overestimate satisfaction and 
underestimate dissatisfaction levels (Oshagbemi, 1997). Moreover, the literature is 
replete with studies that compare Black and White satisfaction. Two groups that 
appear to be consistently ignored are people of Asian and mixed origin. These 
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people deserve attention, particularly in Australia, where their populations are 
growing (Samuel, Kerridge, Vowels, Trickett, Chapman, & Dobbins, 2007). Lastly, 
possible key variables that tend to confound the influence of race or ethnicity on 
job satisfaction are not often controlled for.  
2.7.2 Summary 
The purpose of the present section was to review the literature pertaining to 
racioethnic differences in the levels of job satisfaction as well as in the importance 
of satisfaction facets. From the review, it became evident that research attention is 
lacking in this area, particularly in Australia. In addition, it became evident that the 
conclusions in this field are contradictory.  The lack of unanimity seems to emanate 
from methodological differences. Based on the review, some general conclusions 
were drawn about studies that have been conducted in this area. These conclusions 
not only facilitated the identification of gaps that needed to be addressed in this 
study, they also influenced the methodological approaches that were used. 
2.8 Race, ethnicity, and life satisfaction  
It has been suggested that in many societies work dominates people’s lives (Freud, 
1962; England & Misumi, 1986; Wydra, 2000). Indeed, it is key to how life is 
experienced, as explained earlier in the chapter. According to Freud, for example, 
work deflects people’s misery and dissatisfaction with life. Scholarly work done in 
recent times suggests that people’s life satisfaction is positively related to the work 
they do. According to Argyle (2001), there is a strong linkage between job 
satisfaction and life satisfaction. This observation is in agreement with work carried 
out by Oishi, Diener, Lucas, and Suh (2009), which reveals that, across national 
cultures, job satisfaction levels and SWB have a medium to strong association. Of 
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interest is whether job satisfaction influences life satisfaction, and vice-versa. 
Argyle (2001) has reported that there is causation in both directions, albeit not very 
strong. It is less surprising that the two concepts are strongly related given that, as 
described earlier, work is a major part of human life.  The close connection between 
the constructs may be explained by the fact that many of the dimensions (e.g. status, 
financial, and friendship satisfaction) that influence job satisfaction also influence 
life satisfaction (Argyle, 2001). It is therefore likely that these dimensions join 
together to influence life satisfaction as a whole (Ibid.).  
The link between work and life satisfaction is even more evident when people are 
unemployed. Work done in Australia and Britain suggests that people who are 
unemployed seem to experience adverse life outcomes. Among other things, they 
become lonely, angry with society, restless and quick-tempered, and feel hopeless 
in life (Argyle, 2001). It needs mentioning, at this point, that work that explores job 
and life satisfaction across races and ethnicities is virtually non-existent.  
Given the close relationship between job and life satisfaction, it is important that 
the latter is also considered. Thus, in this section, the concepts underlying life 
satisfaction are explained. This is followed by a review of the few studies that have 
explored racioethnic differences in the phenomenon.  
2.8.1 Life satisfaction: Definition and concepts 
Life satisfaction has been described as a cognitive concept that reflects the 
‘perceived discrepancy between aspiration and achievement, ranging from the 
perception of fulfillment to that of relative deprivation’ (Campbell, Converse, & 
Rodgers, 1976, p. 8). Thus, life satisfaction describes the extent to which people 
perceive that their aspirations in life have been fulfilled. It is one of the four 
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concepts underlying subjective well-being (SWB), the others being positive affect, 
negative affect, and domain satisfaction (Diener, Scollon, & Lucas, 2004; Tov & 
Diener, 2009).  
SWB entails people’s subjective measurement of their overall satisfaction with life 
(Camfield, 2004; Neff, 2007; Tov & Diener, 2009). It may be assessed as summary 
evaluations of individual life domains (e.g. marriage and job) and/or an overall 
evaluation of life situation using single or multiple subjective questions 
(Veenhoven, 1996; Rojas, 2008; Lent, Taveira, Sheu, & Singley, 2009). The use of 
subjective questions is based on the premise that individuals are capable evaluators 
of their own well-being (Veenhoven, 2000).   
It is asserted that single item overall measures cannot reliably estimate SWB. 
However, Campbell et al. (1976), while investigating the quality of life of 
Americans along twelve domains, argued that people are more likely to evaluate 
their life situation in overall terms, which may not necessarily be a simplistic sum 
of individual domain evaluations. As such, it is useful to include an item(s) that 
measures overall life situation when investigating SWB. 
Like job satisfaction, life satisfaction is considered an attitude in the existing study, 
meaning that when participants are evaluating their life satisfaction, they are 
expected to do so affectively and cognitively and in the context of their cultural 
beliefs (see Judge et al., 2012). Thus, life satisfaction is defined in this study as ‘a 
cognitive and affective evaluative judgment that describes the extent to which 
people like or dislike their life.’ In this study, participants were not required to 
evaluate life domains which, as described above, are also an aspect of SWB. Thus, 
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for simplicity, life satisfaction and SWB are considered synonymous in this study, 
and hence, may be used interchangeably. 
The concept of SWB, or life satisfaction, seems to face a number of challenges. 
First, some scholars, including Eckersley (2008), believe it cannot be used as an 
absolute comparative measure of wellbeing. The quote below is illustrative of 
Eckersley’s skepticism and disdain for the concept: 
Most strikingly, when we plot the happiness of countries against wealth, freedom
 or other correlates, the Western liberal democracies invariably dominate the top
 right-hand corner; they seem to be on the right track of human development. Yet
 when we look ‘inside’ these societies…and how these have played out over time,
 a very different picture emerges: some, at least, could be societies in decline (p. 9). 
He concludes that ‘if there is a ‘Holy Grail’ of a single indicator that accurately 
measures how well nations and people are faring, SWB is not it’ (p.10), suggesting 
that the concept has not yet received scholarly support in its entirety.  
The second challenge emanates from the ‘satisfaction-paradox’ (Olson & Schober, 
1993, p. 173)—a situation where poor people, in particular, report high levels of 
satisfaction with life even though they live in substandard objective conditions. The 
reason cited for this occurrence is that people learn how to be happy by adapting to 
their living conditions (Neff, 2007).  
Another threat to the validity of SWB is the speculation that, as a subjective 
concept, SWB cannot be compared between people because different people ‘have 
different scales in mind’ (Ibid., p. 320). Consequently, it is possible for people who 
report being ‘less satisfied’ to be equally as content in life as those who report they 
are ‘satisfied.’  
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There are also conflicting views about whether or not SWB can be compared across 
cultures. Universalists, for instance, affirm that SWB may be comparable across 
races and ethnicities because positive and negative affect—two essential 
components of SWB—are experienced in all cultures (Izard & Malatesta, 1987). 
Uniqueness theorists reject this claim, arguing that affect is a socially constructed 
phenomenon that is unique to each culture (Tov & Diener, 2009). They argue, for 
example, that expression of affect in collectivist and individualistic societies is 
dissimilar given that it is more public and relational in the former but more private 
and hidden in the latter.  
Other theorists, however, take a moderate stance on the issue of SWB comparability 
by arguing that some of the SWB concepts are universal but others are culturally 
distinctive (Tov & Diener, 2009). For Tov and Diener, cultures do not stand alone 
but rather they transcend national and regional borders. As moderates, they want 
SWB to be conceived as a universal concept that can also be understood ‘within the 
framework of each culture’ (Ibid, p. 9), a position the current research endorses.  
2.8.2 Race, ethnicity, and life satisfaction research 
Many studies have investigated people’s SWB. They generally rely on cross-
national samples (see Diener & Diener, 2009; Paiva et al., 2009; Lee, Lin, Huang, 
& Fredrickson, 2013), and focus mainly on national differences in the relationship 
between psychological traits and SWB (see Kwan, Bond, & Singelis,  1997; 
Kitayama and Markus, 2000; Schimmack, Radhakrishnan, Oishi, Dzokoto, & 
Ahadi, 2002; Benet-Martínez & Karakitapoğlu-Aygün, 2003; Oishi et al., 2009). In 
Australia, work on SWB focuses mainly on disparities relating to:  
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1. Psychological traits (Headey & Wearing, 1989; Headey, Kelley, & 
Wearing, 1993) 
2. Gender (Cummins, Eckersley, Pallant, Van Vugt, & Misajon, 2003; Marks, 
2012) 
3. Employment status and occupational roles (Muller, Hicks, & Winocur, 
1993; Collins, 2000; Carroll, 2007; Lingard & Francis, 2010; Butterworth 
et al., 2011; Marks, 2012)  
4. Migrants and non-migrants (DIAC, 2010, 2011; Wilkins, Warren, Hahn, & 
Houng, 2010; Wilkins & Warren, 2012). 
  
It is possible that culture influences life satisfaction. This notion has, in fact, been 
empirically tested by Oishi, Wyer, and Colcombe (2000) and Oishi et al., 2009). 
They found that people from individualistic societies give greater priority to self-
esteem and freedom of the self when evaluating their life satisfaction, compared 
with their collectivist counterparts. In spite of this evidence, literature on 
racioethnic differences in the measurement of SWB is scant (see Biswas-Diener, 
Vittersø, & Diener, 2005; Diener & Diener, 2009). Indeed, minimal research 
attention has been given to comparing the SWB of people working in a particular 
country but from different races and ethnicities. It has been argued that intra-
country comparison is necessary because it can provide the ideal platform for 
understanding minorities’ processes of acculturation (Benet-Martínez & 
Karakitapoğlu-Aygün, 2003), a process that may influence their life satisfaction.  
The process of acculturation, the authors maintain, enables people to understand the 
culture-learning skills and mechanisms of members of certain groups as well as 
how specific psychological attributes (e.g. self-esteem) help predict SWB. This is 
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mostly relevant when cultural minority groups are evaluated against their dominant 
and powerful majority counterparts in the realms of socioeconomic performance 
and success in life (Ibid.).  
Because several studies have investigated SWB cross-nationally, the current study 
does not focus on this area. Rather, attention is drawn to disparities in SWB along 
racioethnic lines. Relative to job satisfaction, it appears that work that examines 
racioethnic disparities in SWB has received very little attention. The few reported 
studies have been carried out using American, Dutch, South African, and Australian 
subjects (see Colic-Peisker & Tilbury, 2007; Neff, 2007; Verkuyten, 2008). 
Evidence from these studies suggests that Blacks and other minorities tend to report 
lower life satisfaction than Whites, an observation that is applicable even to people 
nursing injuries. A study that compared the SWB of people from various races and 
ethnicities recovering from spinal cord injury found Whites reporting higher levels 
of life satisfaction than their minority counterparts, namely Black Americans, 
American Indians, Hispanics, and Asians (Krause, 1998). Similarly, in a study 
considered to be the first to use a nationally representative sample to investigate the 
living standards of South Africans, Neff (2007) analyzed a SALDRU (Southern 
African Labor and Development Research Unit) survey dataset involving 44,000 
people from four different races. The life satisfaction levels of Whites were found 
to be higher than those of minorities. Blacks reported the lowest, with Indians and 
Coloreds between the two.  
Another work, which is said to be the first to use a major nationally representative 
sample to investigate the SWB of Hispanics, along with Blacks and Whites in the 
US produced findings akin to those reported above (Barger, Donoho, & Wayment, 
2009). Barger and his colleagues analyzed, separately, two datasets—the 2001 
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National Health Interview Survey (NHIS) and 2007 Behavioral Risk Factor 
Surveillance System (BRFSS)—which consisted of over 400,000 respondents. 
Again, Whites’ SWB scores were higher than those of minorities, with Blacks 
reporting the lowest. These results have also been confirmed by Coverdill, Lopez, 
& Petrie (2011) in the US. 
To a certain extent, the results of work done in Australia corroborate those done 
overseas. Evidence from the study of ex-Yugoslavian, Middle-Eastern, and Black 
African refugees suggests that, even among migrants in Australia, Whites (ex-
Yugoslavs) experience higher SWB than those who are Black (Colic-Peisker & 
Tilbury, 2007; Fozdar & Torezani, 2008; Colic-Peisker, 2009). The lower scores of 
minorities have been attributed in large part to their relative disadvantage on many 
aspects of SWB and socioeconomic indicators, including access to education, labor 
markets, economic resources, health and housing, as well as recognition of 
educational credentials (Campbell et al., 1976; Krause, 1998; Mata, 2002; Neff, 
2007; Fozdar & Torezani, 2008; Barger et al., 2009; Verkuyten, 2008; Coverdill et 
al., 2011). It is worth mentioning that in many of the SWB studies, the authors do 
not test for significant differences.  
As with job satisfaction, some general inferences relating to research in SWB have 
been drawn based on the literature that was reviewed. To begin with, except in a 
few cases (e.g. Mata, 2002), researchers rarely ask respondents to self-identify their 
ethnicity; surveys and single-item measures are often used (see Campbell et al., 
1976; Neff, 2007; Barger et al., 2009; Coverdill et al., 2011); Blacks and Whites 
are usually compared (see Campbell et al., 1976; Krause, 1998); minority 
representation is often low; and research interest is minimal in impoverished 
nations. 
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2.8.3 Summary 
This section presented a review of the concepts underlying life satisfaction (SWB). 
SWB, as used in the current study, was explained. As part of the review, issues that 
may undermine the validity of SWB investigations were discussed. The section also 
reviewed studies that have explored racioethnic disparities in SWB. Some general 
conclusions were drawn about the current state of race/ethnicity vs. SWB research.  
2.9 Summary and conclusion 
The existing chapter assembled related literature for the study. It began with a 
review of the importance and meaning of work. A review of how work processes 
have changed following industrial capitalism, and how these changes have 
impacted workers’ satisfaction was then presented. Also presented was literature 
that explained the concepts of race, ethnicity, and racialization. Further, dominant 
theories of immigration were reviewed, along with an overview of Australia’s and 
Western Australia’s immigration policies and practices pertaining to work that are 
relevant to job satisfaction. Important employment and labor force characteristics 
of Australia in general and Western Australia, specifically, which could help 
contextualize the disparities that may be observed in relation to racioethnicity and 
migration status were also reviewed. For the same reason, racism and 
discrimination, a constant attribute of Australian society, were discussed with 
particular reference to issues pertaining to employment.  
Because the research primarily investigates racioethnic differences in job 
satisfaction, the concepts underlying race, ethnicity, and job satisfaction were 
reviewed. Given the close interrelationship between job satisfaction and life 
satisfaction, the latter was discussed but as a peripheral theme and so its concepts 
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were also reviewed.  Based on the review, definitions of job and life satisfaction, as 
used in the present study, were offered. Most importantly, studies that have 
investigated racioethnic differences in job and life satisfaction were reviewed.  
It became evident that job satisfaction studies have focused on race and ethnicity 
but most of this work has been done in the US. In Australia, little attention has been 
given to the field. Results from the studies that have so far been done have been 
anything but congruous. Also, evidence relating to which job facets are important 
to people from different races and ethnicities differs. On the contrary, there seems 
to be a consensus on how SWB varies racioethnically: people from minority races 
tend to report lower life satisfaction than Whites.  
Based on the review, it was noted that work on racioethnic influence on job and life 
satisfaction shows some common attributes, among them: surveys are often used; 
single questions are often used; participants are seldom asked to self-identify their 
ethnicity; and Blacks and Whites are usually compared, rather than other groups. 
As findings are derived mainly from survey data, it is important to explore 
satisfaction discrepancies using in-depth interviews in tandem with surveys. In 
doing so, it is best to include ethnic and racial groups, including Asians and people 
of mixed descent—two groups that have been ignored in the job and life satisfaction 
literature.  
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CHAPTER 3—Research Methodology 
 
The object of the current chapter is to detail the methods that were used in the study. 
It contains an outline of the theoretical paradigm that frames the research, and 
presents details of issues of methodological importance, notably the research 
design, methods and instrumentation, ethical considerations, and reflexivity. The 
data analysis procedures are presented in the next chapter, along with the findings.   
3.1 Research purpose  
The purpose of this study—which was conducted in Western Australia—was: 
1. To find out how job satisfaction varies according to race, ethnicity, and 
migration status.  
2. To explore workplace ethnic diversity issues that are likely to affect job 
satisfaction.  
3. To investigate how life satisfaction levels vary with race, ethnicity, and 
migration status.  
3.2 Research questions 
The following research questions were addressed: 
1. Do job satisfaction levels vary across races and ethnicities in Western 
Australia? 
2. Do migrant and Australian-born (nonmigrant) workers in Western Australia 
differ in job satisfaction levels? 
3. Do workers from different races and ethnicities in Western Australia vary 
in the facets from which they derive satisfaction?  
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4. Do migrant and Australian-born workers in Western Australia differ in the 
facets from which they derive job satisfaction?   
5.  Do workers from different races and ethnicities in Western Australia differ 
in terms of perceived discrimination in job search, on the job, and more 
generally?  
6. Does a relationship exist between perceived discrimination and the job 
satisfaction levels of workers in Western Australia?   
7. Does a relationship exist between the personality traits of workers from 
different races and ethnicities in Western Australia and their job satisfaction 
levels?   
8. Do workers’ life satisfaction levels vary according to race and ethnicity in 
Western Australia?  
9. Do migrant and Australian-born workers in Western Australia differ in life 
satisfaction levels? 
3.3 Methodology 
This cross-sectional study, approved by Murdoch University Research Ethics 
Office, uses a multiple operationalism approach (Webb, Campbell, Schwartz, & 
Sechrest, 1966), which is commonly referred to as mixed methods or triangulation 
(Walter, 2010; Creswell, 2013). When studies are triangulated, the limitations of 
one method become compensated by the counter-balancing strengths of the 
other(s), ensuring research questions are thoroughly addressed and contributing to 
methodological rigor and enhanced validity (Amaratunga, Baldry, Sarshar, & 
Newton, 2002; Patton, 2002; Silverman, 2005; Creswell, 2013).  
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Specifically, the study employs theory and methods triangulation (Denzin, 1978b). 
Theory triangulation involves drawing upon different theories to explain a 
phenomenon, which in this study is job satisfaction. In doing so, contradictions, if 
any, among the competing theories that are used may be contemporaneously 
unearthed (Johnson, Onwuegbuzie, & Turner, 2007). Methods triangulation, on the 
other hand, involves the use of mixed methodologies or paradigms, which, in this 
study, entails the use of quantitative and qualitative (interpretive) methods for data 
collection and analysis. The antinomy between these two methodologies has been 
considered superfluous, according to Patton (2002): 
The classic qualitative-quantitative debate has been largely resolved with
 recognition that a variety of methodological approaches are needed and credible,
 that mixed methods can be especially valuable, and that the challenge is to
 appropriately match methods to questions rather than adhering to some narrow
 methodological orthodoxy (p. xxii).  
The quantitative inquiry employs a positivist and deductive approach in which the 
study variables and dimensions as well as the research questions are specified at the 
early stages of the investigation. This facilitates the use of statistical methods to 
analyze the results so that they can be generalized, giving a broad understanding of 
the issues under consideration (Patton, 2002). However, detailed understandings of 
participants’ perspectives may be difficult to obtain; it is for this reason that a 
qualitative approach is also used. Qualitative methodologies facilitate inductive 
theory building from the data that are collected (Walter, 2010).  
The qualitative phase draws on social constructionism to explain participants’ job 
satisfaction. According to social constructionists, the meanings that people assign 
to things are socially constructed (Mallon, 2006), i.e. social learning plays a critical 
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role in determining how people give meanings to social phenomena, including job 
satisfaction. Further, social constructionists are of the view that culture influences 
people’s thoughts and perceptions about social issues and phenomena (Patton, 
2002).  To this end, social construction ‘emphasizes the hold our culture has on us: 
it shapes the way in which we see things (even the way we feel things!)…’ (Crotty, 
1998, p. 58).  In the light of this, one may argue that social construction explains 
how we feel about work generally, and our job in particular, in the context of our 
culture.   
An equally important aspect of social constructionism is the interplay of power. 
Patton (2002) argues that ‘social constructions are presumed to serve the interest of 
the powerful’ (p. 96). Power comes into play when the views of the dominant group 
are considered the views of reality (Gramsci, 1926; Patton, 2002). Thus, it is 
possible, for example, that the satisfaction facets that members of racial minority 
groups in Western Australia consider important would echo those of the 
mainstream.  
It should be mentioned that, even though the use of qualitative methods facilitates 
the procurement of detailed descriptions about social issues that they investigate, 
policy makers tend to give little credence to outcomes from such investigations 
simply because it is difficult to generalize the findings that they produce (Easterby-
Smith, Thorpe, & Jackson, 2012). Therefore, by combining quantitative and 
qualitative methodologies, findings that are both generalizable and rich in 
contextualized meanings can be obtained. Comprehensive findings of this nature 
are what the thesis is seeking to produce, mainly because literature on racioethnic 
influence on job satisfaction is scarce, particularly in Australia.  
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3.4 The quantitative phase (Phase 1)  
This section describes how the quantitative data was collected. As part of this, it 
describes how the sample was collected, the characteristics of the sample, and the 
difficulties encountered in securing a sample. It also explains how and why an 
internet-based survey was chosen over other competing methods. Further, the 
section elucidates the process involved in the development of the survey instrument, 
including how it was pre-tested, and details its contents. Moreover, it explains how 
the survey reached the study participants.  
3.4.1 Survey dead-ends 
Initially, twenty-five large private companies, government organizations, and 
government-business enterprises with a workforce of 200 or more operating in 
different industries were approached for their participation. It was assumed that by 
targeting workers from large organizations and from different industries, more 
responses would be obtained, particularly with management support. This way, it 
would be possible to generalize the findings across the Western Australian, and 
even the general Australian workforce, with very minimal limitations. Of the 
twenty-five employers contacted, fifteen responded.  Four initially agreed to 
participate but three later withdrew. This was after my supervisor and I had had 
very positive meetings with their representatives.  The following quotes describe 
some of the reasons that were cited:   
I have looked through the survey and this unfortunately is too long for us to complete. 
If it was a 1 page survey it would be much more manageable for the stores to complete. 
The length of it would turn many people off completing it. 
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Our organization is undergoing an extensive re-organisation. Currently WA [Western 
Australia] nonoperational teams are being re-structured and my feeling is that the 
uncertainty this type of  transformational change produces will almost certainly have 
an effect on the results obtained  from any survey of job satisfaction and may be 
counter-productive from both your and our  perspective. 
 
[The organization’s name] has in place processes and measure in relation to the 
representation of all equity target groups including people from culturally and 
linguistically diverse backgrounds (CALD).  In this regard the [organization’s name] 
is not specifically seeking to recruit a wider employee diversity.  Our diversity 
measures are currently quite positive. We already conduct an employee opinion poll 
every 2 years to assess employee engagement including satisfaction and this is 
scheduled to run early next year.  A survey collecting similar data, even for a different 
purpose, could negatively impact on the participation rate of employees in our own 
survey. Accordingly I must decline to endorse the [organization’s name] participation 
in your research. 
 
Three days prior to the scheduled survey commencement date, the representative of 
the last remaining organization that had agreed to take part also withdrew his 
company’s participation. Given that I had had several meetings with him and his 
assistant and at their request, had spent some time redesigning the survey to include 
a component for the company’s Indigenous employees, the withdrawal was not 
anticipated. According to the representative, there had been changes in the 
organization’s top hierarchy and, as such, neither he nor the outgoing Chief 
Executive Officer would be able to support the project any further. In his statement, 
he indicated that: 
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I am very upset…and feel that I have let you down badly. My ability to influence
 things is really diminished as [the name of the company] has decided to recently
 go with a new person as the GM [Group Manager] Human Resources and I am
 leaving the company which has been a bit distracting. I would gladly explain the
 sorry circumstances to your supervision. I do not know how to make this right.  
 
These setbacks affected the initial focus and direction of the research in many 
respects, most importantly, the timeline and the size and diversity of the sample that 
was being sought. In spite of the fact that all the organizations were assured that 
their names would not be revealed, it is possible that some felt that by investigating 
racial and ethnic issues, in particular those relating to perceived discrimination 
against minorities in their organizations, the study was exploring a sensitive or a 
‘no-go’ area. Following these dead-ends, further avenues were explored, which 
helped to secure a desirable working sample for the survey.  
3.4.2 Sampling the survey participants 
All participants of the study were expected to be eighteen years of age and above 
and working, or have worked but live, in Western Australia. Thus, this was the 
sampling frame. Two categories of employees took part. The first were nurses 
working in private and public practice, as well as family and community health 
centers across the state. There is a severe shortage of nurses in Australia, which has 
prompted the federal government to designate the profession as one of ‘national 
priority’ and in high demand (AIHW, 2008; NHWT, 2009; DIAC, 2011; Duffield, 
Roche, Blay, & Stasa, 2011). One of the government’s strategies to mitigate the 
shortage has been to encourage the migration of nurses from overseas, with the 
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immigration department prioritizing their visa applications over other categories of 
migrants.  
Overseas-trained nurses have traditionally been sourced from English-speaking 
countries (Wellard & Stockhausen, 2010). However, from the early 1990s, this 
began to change. The government started to recruit nationals from non-English-
speaking sources, such as India, the Philippines, and Africa. Following the 
international recruitment of nurses, there has been a modest but rapid increase in 
cultural diversity, as evident in the remarkable national increase in the registration 
of overseas-trained nurses (Wellard & Stockhausen, 2010). As the present study is 
exploring racial and ethnic differences in job satisfaction, it is appropriate to sample 
or utilize a diverse workforce of this kind.  
The second category of employees worked for an organization (anonymized as 
Organization AAA) that employs over 700 people. The organization was selected 
for two reasons. First, it is a multi-industry organization engaged specifically in 
transport, accommodation and hotels, finance, insurance, property, and business 
services. Choosing this organization ensured that people working in different 
industry groups could be surveyed to enable the findings to be generalized across a 
wider range of industries, as earlier mentioned. Second, a visit to the organization’s 
premises, as well as informal discussions with some workers revealed that it 
employs people from varied racial and ethnic backgrounds, which made it a suitable 
candidate for this research.    
3.4.3 Choosing the survey method 
Face-to-face, telephone, and mail surveys were considered but due to the heavy 
financial and time costs involved as well as anonymity and privacy concerns, these 
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potential approaches were abandoned. In particular, it was assumed that a lack of 
anonymity and confidentiality might discourage respondents from providing honest 
answers to sensitive questions that had been asked in the survey, including those 
seeking views on workplace discrimination. A lack of anonymity and 
confidentiality, it was also assumed, could discourage participation entirely. To 
help address these concerns, as well as enable many potential respondents to be 
reached in a relatively short time, an internet-based survey was used.  
3.4.4 Questionnaire development and survey variables 
The survey instrument included an information sheet that advised participants on 
several issues, in particular, those relating to: the purpose and benefit of the study; 
voluntary participation; the approximate survey completion time; consent, 
anonymity, and confidentiality; and feedback accessibility (see Appendix A-1 for 
the information sheet and questionnaire). In addition, contact details of the 
university’s research ethics office were provided to enable participants who had any 
concern(s) with the conduct of the study to raise them with the office.     
The questionnaire consisted of concisely framed questions that were grouped under 
three major headings: Satisfaction with your main job, Ethnic & racial diversity 
issues, and Employment & personal demographics. Grouping questions this way 
enhances the structure of questionnaires and helps provide flow (de Vaus, 1995). 
Demographic inquiries were placed at the end following de Vaus’s (1995) and 
Patton’s (2002) recommendation that such routine questions be asked at the very 
end of surveys and interviews.  
Except for an open question that was asked at the end of the survey to give 
participants the opportunity to comment on issues that were important to them but 
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that the study did not cover, all questions were in a forced-choice/closed-ended 
format, with participants given options from which to choose their responses. To 
encourage participation, as well as in appreciation of people’s contribution, those 
who were interested were entered into a draw for a chance to win a gift certificate 
worth AU$250. These people were asked to provide their names and contact details 
so that the winner could be contacted at the end of the draw. Below, I discuss key 
issues relating to the questions in the three major sections of the survey.  
A. Satisfaction with your main job: By reason of their popularity and robust 
internal reliabilities, three standardized job satisfaction measures were considered 
for assessment in this study (see Spector, 1997; Stride, Wall, & Catley, 2008). These 
were the Job Descriptive Index (JDI; Smith et al., 1969), the Job Satisfaction Scale 
(Warr et al., 1979), and the Job Satisfaction Survey (JSS; Spector, 1985). The JDI 
consists of seventy-two items or questions constructed from five main subscales: 
work, pay, promotion, supervision, and co-workers. The Job Satisfaction Scale 
carries fifteen items consisting of seven intrinsic and eight extrinsic parameters. The 
intrinsic facets examine satisfaction relating to autonomy, recognition, 
responsibility, ability to use skills, promotion, contribution to decision making, and 
task variety.  On the other hand, the extrinsic factors measure satisfaction around 
the physical working conditions, interpersonal relationships with co-workers and 
supervisors, pay, employee-employer industrial relations, administration 
procedures, the number of working hours, and job security.  
Compared with the JSS, the JDI and the Job Satisfaction Scale are relatively old. 
Besides, literature suggests that several facets influence job satisfaction yet the JDI 
covers only five. This brevity is its major weakness (Spector, 1997). One of the 
problems associated with using the Job Satisfaction Scale is that it can be very 
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sensitive to many working conditions, e.g. occupational achievement, and role 
ambiguity and role conflict (Stride et al., 2008). The most important shortcoming 
of the instrument, however, is that the omission of a response on a single item 
invalidates the instrument (Ibid.). Given that it was going to be awfully difficult to 
guarantee that the survey participants would respond to all the questions without 
missing any, the Job Satisfaction Scale had to be jettisoned.   
Because of these limitations, the JSS was considered the preferred option. It is a 
recently developed instrument. Also, it has more satisfaction subscales and it can 
be used in all sectors, i.e. the public, not-for-profit, and private sectors (Rowden, 
2005; Brammer, Millington, & Rayton, 2007; Spector & Wimalasiri, 2008; 
Bhamani, 2012).  Moreover, and most importantly, it has been tested across cultures 
in several studies (see Verhoogen, Burks, & Carpenter, 2007; Spector & 
Wimalasiri, 2008). Like the JDI and the Job Satisfaction Scale, it is a reliable and 
valid instrument (Spector, 1997). However, unlike the others, it is readily 
modifiable (Ibid.) and it can be used for educational purposes without a fee 
requirement.  
The original JSS is a thirty-six-item scale that is constructed from nine subscales 
(see Spector, 1985 for the full list of items). The subscales, along with their internal 
consistencies/coefficient alphas, are: pay (.75); promotion (.73); supervision (.82); 
fringe benefits (.73); contingent rewards (e.g. appreciation and recognition, .76); 
operating procedures (i.e. organization’s rules and regulations, .62); co-workers 
(.60); nature of work (.78); and communication (.71; Spector, 1997). Each subscale 
consists of four items, which are either positively or negatively worded. Nineteen 
items are negatively worded; the remaining seventeen are positively worded. 
Response categories are based on a six-item Likert Scale ranging from ‘Disagree 
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very much’ to ‘Agree very much.’ The sum of the responses on all the items is a 
measure of the overall job satisfaction.  
A modified version of the JSS was used by selecting the first eighteen items, which 
is half the number in the original JSS, and adding nine questions framed by me. 
Thus, a total of twenty-seven questions were required to be answered in this part of 
the section. The number of JSS items was reduced following concerns expressed 
by a majority of pretest volunteers (see below) that there were too many questions 
in this part of the section (i.e. forty-five—thirty-six JSS items plus the nine 
questions that were added). Reducing the number of JSS items did not impact the 
scale’s consistency given that its reliability estimate was found to be high, i.e. 
Cronbach’s Alpha, α = .74 (an alpha of .70 is generally considered acceptable; 
Nunnally, 1978). This is in line with Spector’s (1985) assertion that the JSS could 
be modified without invalidating the overall effectiveness of the scale.   
Job security and responsibility were added because they are very important job 
facets, but are absent from the JSS. Job security is important, especially in the 
Australian labor market context where more than one in three jobs is either part-
time or casual, a majority of which are characteristically devoid of security (ABS, 
2010a). Responsibility is also very important because, according to the satisfaction 
theories that underpin this research, it is one of the few facets that motivates workers 
from all cultures and contributes directly to their work effectiveness and general job 
satisfaction (Herzberg et al., 1993; Hackman and Oldham, 1976).   
Minor changes were made to the JSS to ensure clarity and adapt the scale to the 
Australian language.  ‘Pay increases’ was included in parenthesis alongside pay 
‘raises’ (item 10) as Australians do not usually use the word ‘raises’  to describe 
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pay increases. The JSS-adapted instrument directly measured the variable, job 
satisfaction, except for item 27, which assessed satisfaction with life in general. 
Only one question on life satisfaction was asked because it was investigated as a 
peripheral subject. For this reason, the one question was considered sufficient to 
provide the information needed to investigate the racioethnic disparities in life 
satisfaction levels as well as establish the association between job and life 
satisfaction across races and ethnicities.   
Subsequent satisfaction items in this section (Questions (Qus.) 28 to 41) focused on 
the importance of some job facets that Hackman and Oldham (1976) and Herzberg 
et al. (1993) believe are crucial to job satisfaction. According to Hackman and 
Oldham, a satisfying job is one that is enriched in five key dimensions: feedback, 
autonomy, task identity, task significance, and skill variety, as described in Chapter 
Two.  For Herzberg and his colleagues, factors that directly convey job satisfaction 
are different from those that ameliorate dissatisfaction. They contend that 
motivators or intrinsic factors, e.g. recognition of achievement, the nature of work 
itself, responsibility, and promotion lead directly to job satisfaction, as explained 
also in Chapter Two. Further, they maintain that extrinsic facets, e.g. pay and job 
security, only reduce dissatisfaction but do not directly produce job satisfaction. 
The Cronbach’s Alpha for the fourteen-item scale was .86, suggesting a high 
reliability.  
The last group of questions (Qus. 42 to 46) measured personality variables. 
According to the internal dispositional theory described in Chapter Two, people’s 
personality influences their job satisfaction. To ascertain the extent to which the 
satisfaction of workers from different races and ethnicities is affected by their 
personality, an adapted version of Thompson’s (2008) International English Mini-
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Markers (IEMM) scale was used. The scale, which is a more recently developed 
tool relative to Saucier’s (1994) Mini-Markers, consists of forty descriptors and has 
been tested across cultures (Ibid.). Each of the items represents one big-five 
personality trait. The latter and their reliabilities are Openness/Intellect (.70); 
Conscientiousness (.81); Extraversion/Surgency (.83); Agreeableness (.79); and 
Neuroticism/Emotional stability (.73). Of the forty descriptors, five were selected—
cooperative, creative, efficient, talkative, and relaxed—based on the assumption 
that they would be easy to comprehend. They were selected to respectively 
represent the traits agreeableness, openness, conscientiousness, extraversion, and 
neuroticism. A Cronbach’s Alpha of .65 was recorded for the five-item scale, 
indicating a moderately high reliability.    
B.  Ethnic & racial diversity issues: Two categories of questions were asked to 
help measure the variables relating to diversity issues. The first group sought 
people’s perceptions on racial and ethnic issues both at the workplace and in the 
wider Australian society. They asked respondents whether they have felt 
discriminated against in Australia because of their ethnicity, race, or religion. The 
second group of questions (Qus. 48 to 53), which were designed to solicit opinions 
about workplace ethnic diversity issues, was sourced from a scale that is referred in 
the thesis as the Ethnic Diversity Scale (EDS). The EDS comprised six questions, 
four of which were derivatives of the JSS (Qus. 48, 49, 51, and 52).  The remaining 
two questions (Qus. 50 and 53) were framed to measure variables relating to access 
to jobs and overall ethnic diversity (OED), respectively. The OED index is a 
measure of people’s general perception about equity in their places of work. 
Response categories of the EDS items were based on the JSS six-point Likert Scale, 
ranging from ‘Disagree very much’ to ‘Agree very much.’ This Likert-type scale 
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was preferred because intervals between the categories have been proven to be 
equal (Spector, 1985). Preliminary statistical tests indicated that the EDS has a high 
reliability (Cronbach’s Alpha, α = .87), demonstrating a high internal consistency 
between the six questions.  
C. Personal & employment demographic variables: In this section, data was 
collected to measure personal demographic variables: gender, age, country of birth, 
race, ethnicity, religious affiliation, migration (visa) status, period of residence in 
Australia, and level of education. Data was also collected to facilitate the 
measurement of employment variables: occupation type, employment contract, 
work schedule, average weekly working hours, earnings (gross annual income), and 
access to paid sick and holiday leave.  
3.4.5 Pretesting (pilot testing) the questionnaire 
The questionnaire was pretested (pilot tested) to ascertain the comprehensibility of 
the questions, test the flow of the questions, seek comments about the overall layout, 
and determine the approximate survey completion time in order to improve upon 
its efficiency in collecting the desired data. The test was conducted in three ways. 
First, hardcopies of the questionnaire were administered to twenty-five people from 
one of the organizations that later withdrew its participation.  All but one of the 
questionnaires was returned, giving a 96% response rate. Second, hard copies were 
administered to fifteen people known to me, including two Murdoch University 
doctoral candidates in the School of Arts, to complete. In the final pretest, two 
people from Organization AAA and three nurses completed an online version of 
the questionnaire, which was made available through the Murdoch Online Survey 
System (MOSS). They tested two separate survey web links that were created for 
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the nurses and employees of Organization AAA.  All pretest participants were 
advised that the questionnaire was still under development, indicating that it was a 
declared pretest (de Vaus, 1995). Their feedback was considered and, where 
appropriate, incorporated in the final survey.   
3.4.6 The survey process and data collection 
This section describes the processes involved in collecting data from the nurses and 
Organization AAA employees. Specifically, the section describes how the 
participants were recruited, and details the strategies that were employed to help 
increase participation. It also contains instructions that participants needed to follow 
to ensure successful completion and submission of the survey responses.   
3.4.6.1 Surveying the nurses 
A listing of Western Australia’s health centers employing nurses was sourced from 
the consumer health services directory provided by the state’s health department. 
The department also provides an up-to-date listing of state-approved nursing 
professional organizations. These listings were complemented by a medical center 
listing that was sourced from the yellow pages.  
The survey web link (URL) that was created for the nurses and a formal letter 
requesting participation was forwarded to the individuals listed as contact persons 
of the centers and organizations that were identified (see Appendix A-2 for a letter 
sample). Where contact persons were not listed, the request was sent as a general 
inquiry. Where email addresses were not listed, phone calls were placed to request 
them and the URL was forwarded. A total of 431 emails were sent of which 230 
responses were received. Two representatives had vacated their posts but they 
provided details of the persons currently in charge. One organization posted the 
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URL, along with the request for participation, on its official website. Two 
representatives requested that hard copies be mailed to their colleagues who did not 
have access to a work computer, but this was not done because of cost, anonymity, 
and privacy concerns.   
All recipients were requested to complete and submit the survey within two weeks. 
To save respondents from losing the information they had entered and having to 
start again, they were advised not to leave a page inactive for more than twenty 
minutes once they began filling in their responses. A total of 111 responses were 
received by the closing date. A follow-up email was sent thanking those who had 
completed. The email also carried a friendly reminder requesting those who had not 
completed the survey but wanted to do so to complete it within two weeks. By the 
end of the second closing date, 254 responses had been received. 
Some researchers recommend up to two more follow-ups to help improve response 
rates (Salant & Dillman, 1994; de Vaus, 1995). However, this was not done because 
it was possible that sending several follow-ups could overwhelm those who had and 
those who had not completed the survey. Instead, the survey was left open for a 
further four weeks while other aspects of the research were being organized, 
including preparing for the interviews. At the end of this period, two additional 
usable responses had been obtained. Thus, in total, 256 responses were received 
from the nurses.  
3.4.6.2 Surveying Organization AAA employees 
An email was sent to the Chief Executive Officer (CEO) of Organization AAA 
requesting that he support the research. Following this, he provided me details of 
another person to contact. The CEO had earlier indicated that he would endorse the 
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organization’s participation if the person he asked me to contact supported it. The 
survey URL that was created for Organization AAA participants and a formal letter 
were sent to the contact person who indicated an interest in the study and a 
willingness to support it (see Appendix A-3 for a letter sample). Consequently, she 
forwarded the link to her employees who, just like the nurses, were given two weeks 
to complete. At the end of the deadline, 72 responses had been submitted. A follow-
up notice was sent thanking all respondents, and also reminded those who had not 
completed but were willing to take part in the study to do so and submit their 
response within two weeks.  At the end of the second deadline, 123 responses had 
been received. As with the nurses, the survey was left open for another four weeks 
while interviews and other aspects of the research were completed. By the end of 
the fourth week, nine more responses had been submitted. Thus, in total, 132 
responses were obtained from Organization AAA employees.   
3.5 The qualitative phase (Phase 2) 
Surveys, it has been argued, are limited in their applicability in the sense that they 
are unable to unearth the meaningfulness of social action (de Vaus, 1995). In view 
of this, qualitative methods, which enable social issues to be investigated in detail 
by digging deeply into them, are preferred when seeking meaningful aspects of such 
issues (Blumer, 1978; Amaratunga et al., 2002; Liamputtong & Ezzy, 2005; Walter, 
2010). In a qualitative inquiry ‘the researcher does not attempt to manipulate the 
phenomenon of interest’ (Patton, 2002, p 39). Thus, in contrast to quantitative 
research, limits cannot be placed on the outcomes in advance of qualitative research. 
Instead, outcomes are allowed to inductively ‘emerge, develop and unfold’ usually 
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in the form of categories, patterns, and themes as the research progresses (Lincoln 
& Guba, 1985, p. 225).   
The qualitative phase of the current research utilized in-depth interviews. This gave 
participants the ‘opportunity to respond in their own words and to express their own 
personal perspectives’ (Patton, 2002, p. 348), something that is difficult to achieve 
in a typical closed-ended survey. It was expected that the interviews would help 
provide an understanding of the meaning that people give to job satisfaction and 
how they make sense of it (see Miles & Huberman, 1994; Walter, 2010). In so 
doing, they served as the empirical basis from which people’s perspectives about 
job satisfaction could be understood. 
Below, the sampling techniques used to recruit the interview participants as well as 
the characteristics of the sample are described. The rationale for selecting the 
sample size that was used is presented. Further, the process leading to the 
development and pretesting of the interview schedule is described and so is the 
interview process. Finally, reflexivity issues are addressed.       
3.5.1 Sampling for the interview 
As in the survey, interview participants were expected to be eighteen years of age 
and above and working, or have worked but live, in Western Australia. A mixed 
methods approach was used to recruit the participants, the first being a self-selected 
approach (Tranter, 2010). In this approach, people were asked to provide their 
names and contact details at the end of the survey if they were interested in further 
participation. Those who provided the required information were contacted within 
twenty-one days. The second method also utilized a self-selected strategy. Here, 
advertising flyers were posted in several public places, including shopping centers 
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and libraries, with prior approval from the concerned authorities (see Appendix B-
1 for a sample of the flyer). As part of the advertisement, it was advised that all 
participants would be offered twenty dollars as a recompense for their time, effort, 
and inconvenience. The advertisement was allowed to run for eight weeks.  
In the third method, participants, particularly those that were more difficult to reach, 
e.g. Blacks and people from mixed-race background, were recruited using 
purposive or judgmental sampling (Collins, Onwuegbuzie, & Jiao, 2006; Tranter, 
2010; Babbie, 2011). Here, samples were obtained based on the purpose of the study 
and prior knowledge about the population. Specifically, people from difficult-to-
obtain cultures known to me were asked if they were willing to participate. Finally, 
participants were chain sampled or snowballed, i.e. they were asked to suggest other 
people who they thought would also be willing to take part (Collins et al., 2006; 
Babbie, 2011). This approach also proved useful in recruiting difficult-to-reach 
people.  
An important issue was the question of how many participants should be recruited 
for the interview. As the literature suggests, opinions differ with respect to the 
number of subjects necessary for interview data to reach response saturation or 
redundancy—i.e. the stage at which no new valuable information would emerge 
with additional data (Carey, 1995; Patton, 2002; Tuckett, 2004; Walter, 2010). 
Creswell (2013) recommends a sample size of between fifteen and twenty whilst 
Liamputtong and Ezzy (2005) suggest up to forty. Creswell (2008) has previously 
indicated that between twenty and thirty subjects may be used. In line with these 
recommendations, thirty people were recruited for this interview. In the process of 
selection, particular attention was paid to cultural and gender characteristics to 
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ensure that people from different genders and from as many racial and ethnic 
backgrounds as possible participated.  
3.5.2 Interview instrument development 
Two structured interview instruments were developed: one for survey respondents 
who registered their interest to participate in an interview—described here as survey 
interview participants (SIPs) and another for interview participants who did not take 
part in the survey—described as fresh interview participants (FIPs; see  Appendices 
B-2 and B-3 for the two instruments). A structured instrument was preferred for a 
number of reasons. First, it focused the interview, thereby ensuring efficient use of 
time (Walter, 2010). Second, it ensured uniformity in the nature of data collected, 
enabling comparability (Patton, 2002; Walter, 2010). Lastly, it helped to reduce the 
likelihood of introducing biases in phrasing questions for the respective participants 
(Grinnell & Unrau, 2011).  
Except for some demographic questions, all questions were framed in an open-
ended format. Some of the demographic questions were closed to help minimize 
the sensitivity and discomfort in responding to some questions, such as those 
relating to age, income, religion, and racioethnic discrimination. They were also 
closed to help participants to provide the correct response. For example, ‘split shift’ 
was considered a difficult term that had to be mentioned and/or explained to 
participants when they were asked about their work schedule.          
The use of dichotomous questions—i.e. those requiring a yes or no response—was 
minimized to facilitate the collection of deep and detailed responses. Where they 
were used, they were followed immediately by elaboration probes. For example, 
the dichotomous question, ‘Do you think your culture influences your job 
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satisfaction?’ was followed by an elaboration probe ‘In what ways?’ ‘Why’ 
questions were avoided as much as possible because they are based on the principle 
of cause- and-effect: that ‘things happen for a reason and that those reasons must 
be knowable’ (Patton, 2002, p. 363), i.e. they tend to assume rationality. However, 
because the current study predominantly sought people’s opinions and feelings 
about things, which may not require them making rational decisions, ‘why’ 
questions were avoided.  ‘Why’ questions were also minimized because they can 
be confronting (Patton, 2002).     
The interview questions were sequenced such that sensitive questions appeared 
later in the interview. In so doing, it ensured that some element of rapport had been 
established between myself—the interviewer—and the participant before such 
questions were introduced.  As in the survey, the interview questions were placed 
under three major headings in the order: Satisfaction with your main job, Ethnic 
and racial diversity issues, and Employment and personal demographics.  
Under the first heading, satisfaction with your main job, participants were asked to, 
among other things: describe their job; indicate what aspects of that job they were 
satisfied or not satisfied with, and what aspects were important to them; describe 
what they would expect from an ideal job; talk about their reasons for migrating, 
what they expected from working in Australia, and compare their pre- and post-
migration job satisfaction levels, if they were overseas-born; discuss their general 
satisfaction with life; and, if possible, suggest ways of improving the job 
satisfaction of Australian workers.  
Under the second heading, perceptions about cultural diversity issues in the 
workplace were sought. The section also sought perceptions about racial and ethnic 
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discrimination in the wider Australian society. This is because it was assumed that 
discrimination outside of work could impact job satisfaction levels. Specifically, in 
this section, participants were required to: describe their perception of ethnic and 
racial diversity at work; talk about diversity-related issues that gave them the 
impression or made them feel that minorities are treated differently in Australia, if 
any; recount any discriminatory practices that they have experienced, if any; and 
indicate what they thought about working with people from various cultures.  
The last heading gathered data on employment and personal characteristics. FIPs 
answered the same demographic questions as survey respondents. SIPs were not 
required to answer these questions as they had already provided them in the survey. 
3.5.3 Pretesting (pilot testing) the interview instrument 
A male aged care worker and two female employees—an accountant of 
Organization AAA and a marketing manager of a Western Australian government 
department—accepted my request for them to assist in pretesting (pilot testing) the 
interview schedule. These people were chosen because, according to Babbie (2011), 
it is best to test interview instruments on people with similar characteristics as the 
study sample. Following the test, a few of the questions were re-ordered to enhance 
flow. In addition, the interview completion time was adjusted to between thirty and 
forty-five minutes, instead of the thirty minutes originally allotted.  
3.5.4 The interview process and data collection 
As mentioned early on, two categories of people took part in an interview. These 
were survey interview participants (SIPs) and fresh interview participants (FIPs). 
The former was comprised of nurses and employees of Organization AAA who 
participated in a survey and left their details to be contacted for further participation. 
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In contrast, FIPs did not complete a survey. All interviews were recorded with a 
SONY IC data recorder.    
Thirty-six nurses—comprising five males and thirty-one females—indicated in the 
survey that they were interested in an interview. Most of them, however, lived in 
regional or remote areas, at least 250 km from Perth. Consistent with what the 
survey advised, they were contacted either by phone and/or email within twenty-
one days of submitting the survey, and were thanked for their interest in a further 
study. However, it was explained to them that, because more people expressed 
interest than was required, not all of them would be selected. Ten of them were 
purposefully chosen to ensure that participants from both sexes and from a range of 
races and ethnicities were represented. Six females and all of the males, except one 
who did not return phone calls or respond to emails and text messages, were 
selected. Those who had been selected were contacted and arrangements were made 
for an interview.  
Face-to-face interviews were preferred to enable participant reactions to be closely 
monitored and noted. However for a variety of reasons, including distance 
constraints, it was not possible to meet all participants face-to-face. As such, four 
participants—two females and two males—were interviewed over the phone. To 
simulate a face-to-face interview, videophone calling was suggested. However, 
none of the participants was interested in using this form of contact. One participant 
asked to be interviewed in his office using Western Australian Health Department’s 
videoconferencing resources but this did not eventuate as I did not have access to 
that facility. In the end, only voice calls were placed to those who could not be 
interviewed face-to-face. All face-to-face interviews were scheduled at the 
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convenience of participants. Some were conducted in cafés; others at participants’ 
place of work.  
With respect to Organization AAA, four female survey respondents expressed an 
interest in further participation. One initiated contact with me two days after 
submitting her survey to arrange an interview appointment. One, however, failed to 
return calls and emails to arrange an interview and was therefore excluded. All three 
remaining volunteers were interviewed face-to-face at venues of their choice. One 
was interviewed at her place of residence, another was interviewed in a café whilst 
the third was interviewed on the organization’s premises. The participant who was 
interviewed on the organization’s premises introduced me to a work colleague who 
indicated that he had failed to include his details in the survey to be contacted for 
further participation.  He was, however, interested and was interviewed the same 
day on the premises. Thus, four SIPs from Organization AAA were interviewed—
all anonymously—making a total of fourteen survey respondents who took part in 
an interview.   
In addition to the fourteen SIPs, eleven FIPs were also anonymously interviewed. 
All but two were interviewed face-to-face at places of their convenience. Of the two 
who were interviewed over the phone, one was a videophone call.  All but two of 
the FIPs were males.  Thus, in total, eleven females and fourteen males were 
interviewed in this phase of the study. None accepted the twenty dollars offered as 
a recompense for their time, effort, and inconvenience. Although thirty people were 
initially recruited for an interview, only twenty-five were actually interviewed 
because saturation had by then been reached. The decision that response saturation 
had been attained was arrived at through a process of continually comparing and 
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reviewing emerging themes and patterns as new data was added, looking for new 
information of significance.  
3.5.5 Reflexivity 
As illustrated in the Introduction chapter, my background and experience as an 
immigrant and a Black person in a diverse yet predominantly White Australian 
society shaped this research. Although I tried to be as objective as possible, these 
attributes may have influenced the research process, in particular during data 
interpretation. Some of the narratives, I must admit, gave me more insights and 
influenced my perception of life in Australia.  
As a Black man of African origin, I have had, and continue to have, my fair share 
of racism in Australia, particularly in Western Australia, so personal accounts of 
some of the participants resonated with me. One such poignant account came from 
Leticia, a British nurse who identified herself as ‘Caucasian.’ In the interview, she 
revealed with resentment that she had witnessed on several occasions that, unlike 
Whites, Indigenous people did not get the required pain treatment after surgery and 
wondered if they ‘have higher pain thresholds’ than their fellow Whites. The least 
I can say about this is that, indeed, this disclosure has given me a whole new 
perspective of life as a Black person resident in Australia. Since this revelation, I 
have been wondering why, and on what basis, people anywhere in this global world 
would have the thought that race—which itself is a socially constructed artifact and 
is infinitesimally related to biology—is a determinant of pain endurance and, for 
that matter, how people should be medically treated.  
Also, I have been wondering how widespread such racist behavior is in our health 
system countrywide, as well as how many medical professionals are aware of 
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practices of this nature but are failing or refusing to voice a concern. In fact, now 
and then, I ask myself how and when this sort of uncouth behavior, which is 
supposedly coming from people in the medical/health profession who, in my 
opinion, are expected to know better vis-à-vis issues like this, can be challenged or 
stopped to prevent many other people who look visibly different in Australia, 
including myself, from being the next victim of such atrocious, horrendous, and 
misguided mistreatment.  
Another distressing episode was narrated by Lee, a refugee from Sierra Leone. He 
claimed that in one of the many jobs he had done, his White superiors would often 
abuse him for being Black. He proceeded by saying that, on that job: 
Whites don’t do anything. They push the Blacks to do everything they want on the 
farm. If you talk, they’ll give you suspension and let you go home for a couple of 
months or a couple of weeks before you come back. But the Whites can say 
anything they like: insult you, call you all kinds of names, monkey and anything.  
I remained speechless for some seconds. Although I tried to remain as stoic as I 
possibly could, Lee saw that I was somehow distressed and asked what was the 
problem. At the end of the interview, I recounted some of my experiences with 
racism in the country. He affirmed, having listened to my narrative, that he would 
rather live with the ravages of the war and the difficulties in his homeland than go 
through such humiliating experiences in Australia. In hindsight, I probably should 
not have recounted my experiences because it seemed to have upset him further and 
exacerbated the negative impressions he already had about Australia.   
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What can be inferred from these two episodes is that both the researcher and the 
researched can influence each other’s sentiments and perceptions during the 
interview process (Gilgun, 2010). 
3.6 Ethical considerations 
The following measures were taken to ensure that ethical principles were upheld 
throughout the conduct of the study: 
1. Both survey and interview participants were provided with information 
about the purpose and subject matter of the research. They were informed 
about what was expected of them, in this case, responding mainly to 
questions relating to job satisfaction and workplace diversity issues.  
2. Voluntariness of participation was emphasized. Participants were advised 
that they could discontinue completing the survey and/or responding to the 
interview questions at any time. 
3. Most importantly, participants were assured of anonymity and 
confidentiality—two elements that helped to ensure that participants gave 
honest responses, especially to questions relating to discrimination, without 
getting concerned that their responses would be passed on to their employers 
or superiors. 
4. Pseudonyms were used to identify individual and organizational 
contributions. 
5. Participants had to give informed consent. The mode of consent was 
different for questionnaire and interview respondents. In the former, 
responding to the questions meant that they had agreed to participate; in the 
latter, they were considered to have agreed to participate if they continued 
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with the interview after all their concerns had been satisfactorily addressed 
prior to conducting the interview. 
6. The contact details of Murdoch University Research Ethics Office were 
provided for people concerned with ethical issues relating to the conduct of 
the study. To my knowledge, no ethical complaints were lodged.    
7. The raw data, as well as information processed from the data, was stored on 
two password-protected computers: one located on the main campus of 
Murdoch University, and the other at my place of residence. Other storage 
devices (USB flash drives and CD-ROMs) and the transcribed material were 
locked securely in on-site cabinets provided by the University.  
8. In terms of feedback, initially, the research findings were to be made 
publicly available on a university research center website but it became 
defunct at the time of the data collection. Thus, it was communicated to 
survey participants that feedback would be sent directly to their respective 
organizational representatives, and this would be passed on to them. 
Interview participants were advised that they would receive feedback 
directly from me.   
3.7 Summary 
This chapter explained the methodological processes which the study adopted. It 
began with a re-statement of the purpose of the study and the research questions. 
The research paradigms that were used as well as the rationale for using them were 
then explained. The chapter also described the eligibility requirements for 
participation in both the survey and interviews and how participants were selected, 
along with the challenges encountered in the process of recruiting survey 
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participants. Further, the chapter presented information relating to the development 
and pretesting of the data collection instruments as well as the steps that were taken 
in collating the data. However, it does not contain the processes involved in 
analyzing the data. These are presented, along with the quantitative findings, in the 
chapter that follows. The current chapter also described the measures that were 
taken to ensure that ethical standards were upheld throughout the study. The ways 
in which I, the researcher, may have influenced the process and outcomes of the 
study as well as the interpretation of these outcomes were discussed in the 
reflexivity notes. 
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CHAPTER 4—Data analysis and findings 
 
The present chapter describes the analytical procedures that were used in the study. 
It begins with the analysis of the quantitative (survey) data, followed by that of the 
qualitative (interview). Most importantly, it presents the findings obtained from the 
analysis of the survey data. The qualitative findings are incorporated into the 
quantitative findings and are discussed together in the next chapter. To enhance the 
current chapter’s readability, figures produced from the statistical tests have been 
included in Appendix C. In addition, tables that are long and/or contain data that 
have to be read sideways or printed in landscape orientation have been placed in 
Appendix D. Tables from tests that produce no significant differences are also 
included in the latter Appendix.   
4.1 Quantitative analysis and findings 
This section begins with a description of the survey data variables, followed by the 
findings. IBM SPSS Statistics (SPSS) was used in analyzing the data. The specific 
statistical procedures employed were frequencies, crosstabs, analysis of covariance 
(ANCOVA), analysis of variance (ANOVA), independent samples t-test (t-test), 
and bivariate correlations. Comments made by a few of the respondents when 
completing the survey have been included in the qualitative data. Each survey 
question represented a primary variable from which secondary variables (e.g. 
overall job satisfaction) were computed. The variables were measured on either a 
continuous or nominal scale. 
Responses were coded numerically. Dichotomous variables were represented by 
dummy variables. For example, the dichotomous variable, migration status, was 
represented by two dummy variables, nonmigrants and migrants, which were coded 
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0 and 1, respectively. Negatively-worded items, for example ‘My supervisor is 
unfair to me (Qu. 12)’ were reverse-scored. Thus, the responses were transformed 
as follows: 
 1=Disagree very much was assigned a value of 6 
 2=Disagree moderately was assigned a value of 5 
 3=Disagree slightly was assigned a value of 4   
 4 =Agree slightly was assigned a value of 3 
 5=Agree moderately was assigned a value of 2 
 6 =Agree very much was assigned a value of 1 
 
Missing data for the nominal variables were coded 999. Only values of the 
continuous variables were replaced using statistical procedures. This is because 
replacing missing nominal data values produced results that lacked meaning. 
Because replacing missing values with the options SPSS provides, e.g. the series 
mean, is a crude method for handling missing values (George & Mallery, 2006),  a 
more sophisticated approach, Expectation Maximization (EM), was used. Prior to 
the EM, missing completely at random (MCAR) was performed using Little’s 
MCAR test, which confirmed that the data was missing numbers completely at 
random. 
4.1.1 Survey findings—Personal and employment demographics 
Three hundred and eighty-eight people responded to the questionnaire: 132 (34%) 
worked for a Western Australian-based employer, Organization AAA, whilst 256 
(66%) worked as nurses in the state. Frequencies were run for the following 
personal and employment demographics: gender, age, country of birth, ethnicity, 
race, religion, migration/visa status, number of years of residency in Australia, 
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education level, use of qualifications, type of employment contract, and annual 
income.  
The analysis showed that of the total number of respondents (N), 27.8% (n = 108; 
n represents the number of cases in each response category) were males and 67.5% 
(n = 262) were females; 4.7% (n = 18) did not select a gender. Taking into 
consideration the proportion of non-respondents, 42.4% (n = 56) of Organization 
AAA’s respondents were males and 50.8% (n = 67) were females. In contrast, 
20.3% (n = 52) of the nurse respondents were males and 76.2% (n = 195) were 
females. Overall, the most highly represented age group was 45- 54 years (29.1%; 
n = 113), followed by those in the 25-34 age category (22.2%; n = 86), and then 
those in the 35-44 category (21.9%; n = 85), as shown in Table 4.1. Those aged 65 
years and over were the least represented.  
 
Table 4. 1 Age distribution 
Age Number (n) Per cent (%) 
18-24 21   5.4 
25-34 86 22.2 
35-44 85 21.9 
45-54            113 29.1 
55-64 68 17.5 
65 or more  4   1.0 
Non-respondents 11   2.9 
Total            388           100.0 
 
In terms of country of birth, 42% (n = 163) were born in Australia, 14.4% (n = 56) 
in England, 9% (n = 35) in South Africa, 5.2% (n = 20) in New Zealand, and 4.1% 
(n = 16) in India, as Table 4.2 shows. The survey offered people the opportunity to 
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report more than one ethnicity. Thus, the number of reported cases of ethnicity (N 
= 487) exceeds the actual number of participants (N = 388), as Tables 4.2 and 4.3 
show. Further, according to Table 4.3, most of the respondents reported Australian 
ethnicity, 47.8% (n = 233), followed by English, 12.3% (n = 60); South African, 
7.4% (n = 36); Indian, 5.7% (n = 28); and then Chinese, 4.5% (n = 22). About 74% 
(n = 286) identified with a single ethnic group compared with 25% (n = 97) who 
identified with more than one, and up to three, ethnicities. 
                                  Table 4. 2 Country of birth*  
Country n % 
Australia  163   42.0 
England   56   14.4 
South Africa   35     9.0 
New Zealand   20     5.2 
India   16     4.1 
China   15     3.9 
Vietnam   11     2.8 
Ireland   10     2.6 
Germany    8      2.1 
Philippines    8      2.1 
Scotland    5      1.3 
Italy    4      1.0 
Greece    1      0.3 
Other   30      7.7 
Non-respondents    6      1.5 
Total 388  100.0 
* Country of birth classification was derived from the top fifteen countries 
of birth in Australia (see ABS, 2014a).  
 
Table 4. 3 Respondents' ethnicity* 
Ethnicity  n % 
Australian 233           47.8 
English   60           12.3 
South African   36 7.4 
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Indian   28 5.7 
Chinese   22 4.5 
New Zealander   20 4.1 
Irish   16 3.2 
Vietnamese   12 2.5 
Filipino   10 2.1 
Italians     5 1.1 
Scottish     5 1.1 
German     4 0.8 
Greek     3 0.6 
Other   22             4.5 
Non-respondents   11  2.3 
Total 487         100.0 
  * Ethnicity classification was based on country of birth classification.  
 
With respect to race, 63.1% (n = 245) described themselves as White, 17.8% (n = 
69) as Asian, 12.6% (n = 49) as Black, and 5.2% (n = 20) as Mixed-race (henceforth 
referred to as ‘Mixed’). Three people identified with Anglo-Burmese, English, and 
Black-Asian and were categorized as ‘other.’ Two people did not indicate their race. 
In relation to religion, 43% (n = 167) reported they were Christians, 7.2% (n = 28) 
were Buddhists, 5.2% (n = 20) were Hindus, 2.3% (n = 9) were Muslims, and 32% 
(n = 124) had no religious affiliation, as Table 4.4 shows.  
Table 4. 4 Religious affiliation 
Religious affiliation n % 
Christian  167   43.0 
Buddhist    28    7.2 
Hindu    20    5.2 
Muslim     9    2.3 
Jewish     7    1.8 
Other   26    6.7 
No religion 124   32.0 
Non-respondents     7     1.8 
Total 388 100.0 
 
Forty-three percent (n = 167) indicated they were nonmigrants (born in Australia), 
as Table 4.5 depicts. Thus, taking into consideration those who did not respond, 
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55.7% (n = 216) were migrants. A majority (65.8%; n = 255) had lived in Australia 
for twenty years or more, as Table 4.6 demonstrates. People who had resided in the 
country for two years or less had the lowest representation (3%; n = 12).  In terms 
of education level, 33% (n = 128) had a bachelor’s degree, 22.7% (n = 88) had a 
graduate diploma/graduate certificate, 20.4% (n = 79) had a postgraduate degree, 
14.7% (n = 57) had a diploma/advanced diploma, 4.4% (n = 17) had a certificate, 
and 2.6% (n = 10) had primary/secondary level education. Nine people did not 
respond.  
Table 4. 5 Visa category/migration status 
Visa category n % 
Skills stream 62 16.0 
Family reunion 46 11.9 
As a child of a family member 40 10.3 
Humanitarian 26   6.7 
Temporary residency 19   4.9 
Other 23   5.9 
Nonmigrant    167 43.0 
Non-respondents   5   1.3 
Total 388       100.0 
 
Table 4. 6 Years of residence in Australia 
Years n % 
Less than 1 year 6 1.5 
1-2 years 6 1.5 
3-4 years 20 5.2 
5-9 years 43 11.1 
10-14 years 35 9.0 
15-19 years 19 4.9 
20 or more years 255 65.8 
Non-respondents 4 1.0 
Total 388 100.0 
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When participants were asked whether or not they were using their qualifications, 
the majority (86.6%; n = 336) agreed that they were using them whilst 11.8% (n = 
46) reported that, for a variety of reasons, they were not using them (Table 4.7). 
With respect to type of employment contract, 74.5% (n = 289) reported they have 
a permanent agreement with their employers, 15.5% (n = 60) were working on a 
temporary/fixed-term basis, 5.7% (n = 22) were casual workers, and 3.1% (n = 12) 
were in other contractual agreements. Twelve people (3.1%) did not respond. 
Table 4. 7 Use of qualifications 
Response n % 
Yes 336 86.6 
No, my qualifications are not relevant 35 9.0 
No, my overseas qualifications are not recognized as an equivalent 
of the Australian standard 
6 1.5 
No, I have not sought assessment of my overseas qualifications 1 0.3 
Other 4 1.0 
Non-respondents 6 1.5 
Total 388 100.0 
 
Over 63% (n = 246) worked during the day; 16.2% (n = 63) were on rotation shift, 
i.e. their schedule changed from days to evenings to nights; 5.9% (n = 23) worked 
in the evening; 4.9% (n = 19) worked at night; 0.8% (n = 3) were doing split shift, 
i.e. they worked separate periods each day; and 23 (n = 5.9%) were doing other 
schedules. About 3% (n = 11) did not respond. In terms of gross annual income, 
1.8% (n = 7) earned $6,000 or less; 8% (n = 31) earned between $6,000 and 
$35,000; 52.8% (n = 205) earned between $35, 001 and $80,000; 30.9% (n = 120) 
earned between $80,001 and $180,000; 1.5% (n = 6) earned above $180,000. About 
5% (n = 19) did not respond. 
 166 
 
4.1.2 Survey data analysis and findings (arranged by research question) 
The purpose of this section is to present the findings of the respective research 
questions. The approach to data analysis is described for each research question.  
4.1.2.1 Do job satisfaction levels vary across races and ethnicities in Western 
Australia? 
Answer: Yes. Whites tend to report significantly higher job satisfaction levels than 
their counterparts from the minority races. The top five ethnic groups with the 
highest levels of satisfaction are Scottish, Vietnamese, Australian, Chinese, and 
Filipinos. Overall, ethnicity tends to explain a higher variability in job satisfaction 
than race.      
One-way ANCOVA was used to determine the influence of race/ethnicity on job 
satisfaction in Western Australia. This statistical procedure enables the influence of 
explanatory factors (e.g. income and education levels) that have been known to 
influence job satisfaction to be partialled out (George & Mallery, 2006). In other 
words, if the effects of these variables are not accounted for, they may confound 
the relationship between race/ethnicity and job satisfaction.   
Tests were conducted to ascertain if the data fulfilled the conditions for using 
ANCOVA: normality, homogeneity of regression slope, and homogeneity of 
variance (Allen & Bennett, 2008). Normality occurs when the group satisfaction 
scores approach a ‘normal’ distribution. There is homogeneity in the regression 
slope if the regression lines formed by the independent variable and measured on 
the dependent variable are the same for each group. Finally, homogeneity of 
variance ensues if the variances of the groups in question are approximately equal.    
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Visual inspection of the histograms as well normal Q-Q and detrended normal Q-
Q showed that the job satisfaction data (Qus. 1-26) was normally distributed, i.e. 
the scores were distributed fairly equally along the regression lines (Appendices C-
1 to C-12). Skewness and kurtosis for all the racial groups were between + 1, and 
the Shapiro-Wilk (W) test was non-significant for all races (p > 0.05), confirming 
normality. Normal Q-Q and detrended normal Q-Q plots confirmed that scores for 
the ethnic groups were also normal. Further, tests of between-subjects effects 
revealed that the interaction terms between the independent variables, i.e. race and 
ethnicity, and the covariates (control variables) were not significant for race, p = 
.240, and ethnicity, p = .113 (i.e. p > .05), indicating homogeneity of the regression 
lines. The covariates used were gender, age, education level, religious status, 
occupation type, employment contract, work schedule, income, and weekly 
working hours. 
To determine if the variances were homogenous for the racial groups, as well as to 
establish the discrepancies in group job satisfaction, I entered the aforementioned 
covariates for analysis. Levene’s test was significant, F (12, 317) = 1.840, p = .041, 
i.e. p < 0.05, confirming that the variances were dissimilar. However, ANCOVA is 
a very robust statistical procedure that can withstand severe violations of equality 
of variances (Lindman, 1974). Consequently, the lack of homogeneity in the 
variances was not expected to undermine the validity of the findings. It should be 
mentioned that to save space, from hence, conditions underlying statistical 
procedures that are used will not be reported unless they are violated.   
To correct for the disproportions in representation of the racial groups and give 
equal weight to the scores, the data was weighted, yielding the following statistics: 
Blacks, 5.8% (n = 49); Whites, 58.3% (n = 490); Asians, 24.6% (n = 207); and 
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‘Mixed’ people, 9.5% (n = 80). Twenty-four questions (Qus. 1-24; see Appendix 
A-1), with responses ranging from 1 (Disagree very much) to 6 (Agree very much), 
were aggregated to compute the overall job satisfaction. Thus, respondents’ scores 
ranged from 24 (1 x 24) to 144 (6 x 24).  
The ANCOVA descriptive data, displayed in Table 4.8, demonstrates that ‘Mixed’ 
people reported the highest level of job satisfaction, followed by Whites, Asians, 
and Blacks. However, when the means were adjusted by the effects of the covariates 
mentioned earlier, Asians, but not Blacks, recorded the lowest satisfaction, as 
shown in Table 4.9.  
Table 4. 8 Job satisfaction by race (weighted scores) 
Race Mean (M) Standard deviation (SD) n 
Mixed  100.18 12.472 68 
Whites 98.22 14.468 444 
Asians 93.72 12.625 165 
Blacks 93.56 12.500 40 
Other 94.33 15.337 15 
Total 97.05 13.957 732 
 
Table 4. 9 Estimated marginal means of job satisfaction by race 
Race M 
Mixed 99.78 
Whites 98.20 
Blacks 94.17 
Asians 93.56 
Other 96.66 
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Analysis of between-subjects effects suggests that, even if demographic variables 
were the same, race significantly determines job satisfaction in Western Australia, 
F(4, 718) = 4.04, p = .003; eta squared, η2 = .022; coefficient of determination 
(COD), R2  = .054 (Table 4.10).   The η2 value suggests that, after accounting for 
demographics, race explained 2.2% of the variance in job satisfaction. The model 
explained 5.4% of the regression. 
 
Table 4. 10 Tests of between-subjects effects, job satisfaction by race 
Source 
Sum of 
squares (SS) 
Degree 
of 
freedom 
(df) 
Mean 
square 
(MS) 
F p 
Partial 
eta 
squared 
(η2) 
Corrected 
Model 
      7735.466     13     595.036     3.173 .001 .054 
Intercept     73950.635      1 73950.635 394.317 .001 .355 
Gender             1.713      1         1.713       .009 .924 .000 
Age         507.652      1     507.652     2.707 .100 .004 
Religious 
status 
        282.947      1     282.947     1.509 .220 .002 
Education         269.309      1     269.309     1.436 .231 .002 
Occupation           48.599      1       48.599       .259 .611 .000 
Contract           51.817      1       51.817       .276 .599 .000 
Schedule       2544.653      1   2544.653   13.569 .001 .019 
Income         425.154      1     425.154     2.267 .133 .003 
Working 
hours 
          12.432      1       12.432       .066 .797 .000 
Race       3031.904     4     757.976     4.042 .003 .022 
Error   134654.423 718     187.541 — — — 
Total 7037058.882 732 — — — — 
Corrected 
Total 
  142389.889 731 — — — — 
 
Post-hoc analysis revealed that the mean differences (MD) in job satisfaction 
between Blacks and Whites, Whites and Asians, ‘Mixed’ people and Asians, as well 
as ‘Mixed’ people and Blacks were statistically significant, as Table 4.11 
demonstrates. However, no significant differences were found between Blacks and 
Asians, nor between Whites and ‘Mixed’ people. 
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Table 4. 11 Multiple comparisons of job satisfaction differences by race 
Race Mean difference (MD) 
Blacks Whites  - 4.03* 
 
Asians     .06 
Mixed   - 5.61* 
Whites Blacks     4.03* 
 
Asians     4.65* 
Mixed - 1.57 
Asians Blacks  - .06 
 
Whites  - 4.65* 
Mixed  - 6.22* 
Mixed Blacks    5.61* 
 
Whites  1.57 
Asians   6.22* 
     * Significant at p = .05 
 
To evaluate the differences in job satisfaction across ethnic groups, weighted scores 
were used, as was done for race. Table 4.12 presents the descriptive data. The top 
five ethnicities with the greatest job satisfaction were Scottish, Vietnamese, 
Australian, Chinese, and English. However, when the means were adjusted by the 
effects of the covariates, Filipinos displaced English and Irish to be among the top 
five ethnicities with the highest satisfaction (Table 4.13). The three groups with the 
lowest satisfaction were Italians, New Zealanders, and Indians.     
Table 4. 12 Job satisfaction by ethnicity (weighted scores) 
Ethnicity M SD n 
Scottish 107.05   4.094   14 
Vietnamese 103.43 18.353   42 
Australians    98.31 14.461 209 
Chinese   96.04 10.537   44 
English   95.89 12.062   40 
Irish   94.55   8.346   80 
Filipinos   92.71   4.861   84 
South Africans   92.08 13.362 209 
Indians   91.91 10.257 160 
New Zealanders   90.15 15.033   45 
Italians   83.00     .000     5 
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Others   98.15 14.148 182 
Total    95.23 13.071 1114 
 
Table 4. 13 Estimated marginal means of job satisfaction by ethnicity 
Ethnicity M 
Scottish 107.301 
Vietnamese 104.469 
Australians    97.309 
Chinese   97.088 
Filipinos   95.361 
English   94.555 
Irish   93.394 
South Africans   92.835 
Indians   92.352 
New Zealanders   89.950 
Italians   77.993 
Others   97.254 
 
Tests of between-subjects effects demonstrated that, after accounting for 
demographic factors, ethnicity had a statistically significant effect on job 
satisfaction, F (11, 1093) = 7.71, p < .001, η2 = .072 (Table 4.14). The η2 value 
suggests that ethnicity explained 7.2% of the variability in job satisfaction. The 
model explained 15.3% of the regression. 
Table 4. 14 Tests of between-subjects effects, job satisfaction by ethnicity 
Source SS df MS F P η2 
Corrected Model 29034.867    20 1451.743 9.848 .001 .153 
Intercept 71540.657      1 71540.657 485.309 .001 .307 
Gender 1.705      1 1.705       .012 .914 .000 
Age 63.280      1 63.280       .429 .512 .000 
Religious status 948.588      1 948.588     6.435 .011 .006 
Education 96.885      1 96.885       .657 .418 .001 
Occupation 413.438      1 413.438     2.805 .094 .003 
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Contract 31.315      1 31.615       .214 .643 .000 
Schedule 44.649      1 44.649       .303 .582 .000 
Income 5181.316      1 5181.316   35.148 .001 .031 
Work hours 1916.993      1 1916.993   13.004 .001 .012 
Ethnicity 12501.150     11 1136.468     7.709 .001 .072 
Error 161121.860 1093 147.412 — — — 
Total 10293041.178 1114 — — — — 
Corrected Total 190156.727 1113 — — — — 
 
Post-hoc analysis revealed that, after accounting for demographic variables, there 
was a significant difference in job satisfaction between some of the ethnicities 
(Appendix D-1). Specifically, there was a significant difference between 
Australians and New Zealanders, Italians, Vietnamese, Scottish, Irish, Indians, and 
South Africans. English differed significantly from Italians, Vietnamese, and 
Scottish, whilst New Zealanders varied significantly from Chinese, Italians, 
Vietnamese, Scottish, and Filipinos, besides Australians. Also, there were 
significant variations between Chinese and Italians, Vietnamese, Scottish, Indians, 
and South Africans. Further, significant differences were observed between 
Vietnamese and Italians, Irish, Indians, South Africans, and Filipinos, as well as 
between Scottish and Italians, Irish, Indians, South Africans, and Filipinos. 
Additionally, I used t-test to examine whether people who identified with one 
ethnicity (monocultural) varied in job satisfaction levels from those who identified 
with more than one culture (multicultural). According to the t-test results, 
monocultural workers (n = 286) reported higher levels of satisfaction (M = 96.80; 
SD = 14.093) than multicultural workers (n = 97; M = 96.32; SD = 14.596). 
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However, no significant difference was observed between the two groups, t (381) 
= 0.284, p = .777.  
In a further analysis, the influence on job satisfaction of religion, an element of 
ethnicity, was explored using ANOVA. Results from the test performed using job 
satisfaction and religious group as the dependent and independent variables, 
respectively, indicated that those who identified themselves as Christians reported 
the highest level of job satisfaction, followed by those with no religious affiliation, 
Buddhists, Hindus, and then Jews, as data in Table 4.15 depicts. Muslims reported 
the lowest satisfaction.  
 
Table 4. 15 Job satisfaction by religious affiliation (weighted scores) 
Religious affiliation n M SD 
Christians 334 97.72 14.735 
No religion 744 96.86 13.317 
Buddhists 28 95.02 15.088 
Hindus 60 93.73 10.698 
Jews 35 92.86 16.462 
Muslims 36 87.99 11.518 
Other 182 94.89 15.397 
Total 1419 96.32 14.011 
 
The differences between the groups were found to be statistically significant, F (6, 
1412) = 3.971, p = 0.001, η2 = .017. The effect size, η2, was not produced by 
ANOVA but was estimated using the formula: SSbetween /SStotal (Cohen, 1988; η2 
can be small, .01; medium, .059; or large, .137). Post-hoc comparisons revealed a 
significant difference between Christians and Muslims, p = .001, as well as between 
the latter and the religiously unaffiliated, p = .001. No significant difference was 
noted between the remaining groups.             
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In another analysis, t-test was used to investigate the job satisfaction of those who 
have religious affiliation (n = 257) and those who have no religious affiliation (n = 
124). Those with no religious affiliation reported slightly higher levels of job 
satisfaction (M = 96.86; SD = 13.362) than those who were religious (M = 96.36; 
SD = 14.651). However, the difference was not significant, t (379) = 0.326, p = 
.744.   
4.1.2.2 Do migrant and Australian-born (nonmigrant) workers in Western 
Australia differ in job satisfaction levels? 
Answer: Not in terms of statistical significance. Nonetheless, Australian-born 
workers seem to have higher levels of job satisfaction than migrants.   
Multiple tests—ANCOVA and t-test—were conducted to explore the influence of 
migration status (i.e. being a migrant or nonmigrant) on job satisfaction. Unlike t-
test, ANCOVA enabled the previously mentioned demographic covariates to be 
held constant. It was observed that the results were the same in the presence or 
absence of the covariates. As a result, I present only the t-test, which is a popular 
procedure for investigating the means of two unrelated populations (Allen & 
Bennett, 2008).  
Two hundred and sixteen migrants participated compared with 167 nonmigrants. 
Nonmigrants (M = 97.11; SD = 14.99) reported higher levels of job satisfaction 
than migrants (M = 96.10; SD = 13.77). The difference was, however, not 
significant, t (381) = 0.685, p = .494 (see Appendix D-2). Preliminary comparative 
analysis of migrants’ job satisfaction levels before migration (Qu. 25) and their 
current overall job satisfaction (Qu. 26) suggested that they enjoyed their previous 
 175 
 
overseas job (M = 5.80; SD = 1.519) more than the job they had been doing in 
Australia (M = 4.54; SD = 1.162).              
 4.1.2.3 Do workers from different races and ethnicities in Western Australia 
vary in the facets from which they derive satisfaction? 
Answer: Yes. There are significant differences in the facets from which people from 
different races and ethnicities derive job satisfaction. However, people from most 
races and ethnicities agree that communication, work-life balance, and 
interpersonal relationships are the facets from which they derive the most 
satisfaction. Promotion is considered the least important facet in terms of job 
satisfaction.    
One-way ANOVA was used to investigate the importance members of various 
races/ethnicities attach to a range of job satisfaction facets. First, race was assigned 
as the factor whilst the facets—whose response categories ranged from 1 (Very 
unimportant) to 6 (Very important)—were assigned to the dependent list (see Qus. 
28-41 of Appendix A-1). Cases were weighted on the basis of race, yielding the 
following n values: 49 Blacks, 490 Whites, 207 Asians, and 80 ‘Mixed’ people. 
Further descriptive data is located in Table 4.16. 
Table 4. 16 Importance of job satisfaction facets by race (weighted scores) 
Race n Job satisfaction facet M SD 
Blacks 49 Social impact of job 5.20  .912 
  Interpersonal relationships 5.09 1.163 
Communication 4.99 1.096 
Recognition of achievement 4.94 1.127 
Feedback 4.92 1.131 
Job security 4.92 1.201 
Responsibility 4.85 1.117 
Work-life balance 4.82 1.453 
Pay 4.70 1.180 
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Autonomy 4.68 1.262 
Nature of work 4.49 1.532 
Promotion 4.43 1.429 
Ability to use varied skills 4.39 1.455 
Begin & complete a job 3.87 1.586 
Whites 490    
  Work-life balance 5.55   .816 
Communication 5.54   .753 
Interpersonal relationships 5.41   .939 
Nature of work 5.32 1.046 
Ability to use varied skills 5.32   .889 
Autonomy 5.30   .876 
Begin & complete a job 5.27   .981 
Job security 5.25 1.032 
Pay 5.24   .838 
Feedback 5.16   .909 
Social impact of job 5.14 1.007 
Responsibility 5.08   .834 
Recognition of achievement 4.95 1.010 
Promotion/promotion opportunities 4.62 1.179 
Asians 207    
  Work-life balance 5.09 1.297 
Communication  5.04 1.030 
Pay 5.03 1.206 
Interpersonal relationships 4.83 1.343 
Responsibility 4.81 1.198 
Job security 4.81 1.358 
Autonomy 4.70 1.354 
Feedback 4.62 1.398 
Recognition of achievement 4.57 1.491 
Ability to  use varied skills 4.48 1.403 
Social impact of job 4.46 1.454 
Promotion/promotion opportunities 4.46 1.551 
Begin & complete a job 4.35 1.436 
Nature of work 4.43 1.497 
Mixed 80    
  Social impact of job 5.20   .933 
Work-life balance 5.20 1.174 
Interpersonal relationships 5.15 1.115 
Job security 5.00 1.191 
Feedback 4.90 1.228 
Responsibility 4.90   .836 
Pay 4.85   .969 
Ability to use varied kills 4.85 1.115 
Communication  4.80 1.216 
Recognition of achievement 4.70   .960 
Promotion/promotion opportunities 4.55 1.030 
Begin & complete a job 4.30 1.746 
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Nature of work 4.29 1.719 
Autonomy 4.25 1.345 
 
Evidence from Table 4.16 shows that the social impact of the job, interpersonal 
relationships with work colleagues and supervisors, communication within the 
organization, recognition of achievement, and feedback from superiors were 
reported by Blacks as the five most important satisfaction facets.  Beginning and 
completing a job, possible use of varied skills, and promotion/prospects of 
promotion were not as important. Whites considered work-life balance, 
communication, interpersonal relationships, nature of work, and varied use of skills 
most important to their job satisfaction. However, they found promotion, 
recognition of achievement, and responsibility less important. Asians reported the 
following five facets as the most important: work-life balance, communication, pay, 
interpersonal relationships, and responsibility. In contrast, the nature of work, 
beginning and completing a job, and promotion/promotion prospects were not as 
important. ‘Mixed’ people gave priority to the social impact of the job, work-life 
balance, interpersonal relationships, job security, and feedback from superiors 
when evaluating their job satisfaction. However, they did not consider autonomy, 
the nature of work, and finishing a job they started as being as important.  
It was discovered in a further analysis that, in general, members of the races 
considered interpersonal relationships, communication, and work-life balance the 
most important contributor to job satisfaction. In contrast, promotion and 
completing a job once it is started are the least relevant in the context of satisfaction, 
followed by the nature of work. Generally, for all facets, Whites reported higher 
scores on their evaluations than members of other races.     
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There were significant differences between the races in the importance members 
assigned to satisfaction facets (Table 4.17). The effect size, η2, was calculated from 
the formula: SSbetween /SStotal (Cohen, 1988). The η2 value of .116 for nature of work, 
for example, suggests that 11.6% of the variability in the importance assigned to 
that facet can be attributed to race identity. Also, the η2 value of .030 for recognition 
of achievement indicates that 3% of the variability in the importance that is attached 
to the facet may be attributed to race. The η2 value was greatest for beginning and 
completing a job (15.5%), followed by the possibility of using varied skills (11.9%), 
autonomy (11.8%), and nature of work (11.6%). It was lowest for promotion 
(0.5%), responsibility (2.6%), and job security (2.8%).  
Table 4. 17 ANOVA, importance of job satisfaction facet by race 
Job satisfaction 
facet 
 
SS df MS F p η2 
Nature of work 
Between 
Within 
Total 
  177.402 
1345.961 
1523.363 
    4 
836 
840 
44.350 
  1.610 
27.547 .001 .116 
Recognition of 
achievement 
Between 
Within 
Total 
    33.271 
1093.897 
1127.168 
    4 
836 
840 
  8.318 
  1.308 
6.357 .001 .030 
Responsibility 
Between 
Within 
Total 
  19.756 
754.016 
773.772 
    4 
836 
840 
  4.939 
  0.902 
5.476 .001 .026 
Promotion 
Between 
Within 
Total 
      7.299 
1366.871 
1374.170 
    4 
836 
840 
  1.825 
  1.635 
1.116 .001 .005 
Pay 
Between 
Within 
Total 
  23.235 
783.968 
807.202 
    4 
836 
840 
  5.809 
  0.938 
6.194 .001 .029 
Interpersonal 
relationships 
Between 
Within 
Total 
    60.396 
  965.633 
1026.030 
    4 
836 
840 
15.099 
  1.155 
13.072 .001 .059 
Job security 
Between 
Within 
Total 
    31.774 
1094.849 
1126.623 
    4 
836 
840 
  7.944 
  1.310 
6.065 .001 .028 
 
Autonomy 
Between 
Within 
Total 
  114.837 
  975.765 
1090.603 
    4 
836 
840 
28.709 
  1.167 
24.597 .001 .118 
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Feedback 
Between 
Within 
Total  
    57.344 
  987.254 
1044.598 
    4 
836 
840 
14.336 
  1.181 
12.140 .001 .055 
Social impact 
of job 
Between 
Within 
Total 
    89.933 
1040.075 
1130.008 
    4 
836 
840 
22.483 
  1.244 
18.148 .001 .080 
Begin & 
complete job 
Between 
Within 
Total 
  230.142 
1257.263 
1487.405 
    4 
836 
840 
57.536 
  1.504 
38.258 .001 .155 
Varied skills 
use 
Between 
Within 
Total 
  134.094 
  995.665 
1129.758 
    4 
836 
840 
33.523 
  1.191 
28.148 .001 .119 
Communication 
Between 
Within 
Total 
    73.195 
  670.166 
  743.361 
    4 
836 
840 
18.299 
  0.802 
 
22.827 .001 .098 
Work-life 
balance 
Between 
Within 
Total  
    55.956 
  882.048 
  938.004 
    4 
836 
840 
13.989 
  1.055 
13.259 .001 .060 
 
Post-hoc analysis was conducted to find out which racial groups were significantly 
different in the prioritization of the facets. To avoid redundancy and to save space, 
only positive significant mean differences are reported (see Table 4.18). It is evident 
that, apart from promotion/prospects of promotion that is missing from the table, 
there were cross-racial differences in how job satisfaction facets were prioritized. 
Generally, Whites differed significantly from other races on all the facets, except 
promotion.    
To be specific, Whites were significantly different from Blacks, Asians, and 
‘Mixed’ people in one-half of the satisfaction facets: nature of work, interpersonal 
relationships with work colleagues and supervisors, autonomy over the job, 
completing a job they have started, the ability to use various skills to do the job, 
communication within the organization, and work-life balance.  In addition, they 
differed significantly from Asians in recognition of achievement, responsibility on 
the job, pay and monetary rewards, job security, feedback from supervisors, as well 
as the social impact of the job. Also, in addition to the earlier mentioned facets, 
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Whites varied significantly from Blacks in the contribution of pay to job 
satisfaction.   
Table 4. 18 Multiple comparisons of importance of job satisfaction facets by 
race 
Job satisfaction facet Race MD p 
Nature of work Whites Blacks  .829*     .001** 
  
Asians   .896*     .001** 
Mixed 1.032*     .001** 
Recognition of achievement Blacks Asians  .369*      .043 
 Whites Asians   .380*      .001** 
Responsibility Whites Asians   .278*      .001** 
Pay Whites Blacks   .537*      .001** 
  Asians   .210*      .009 
Interpersonal relationships Whites Blacks   .322*      .046 
 
 
Asians   .586*      .001** 
Mixed   .262*      .043 
Mixed Asians   .324*      .022 
Job security Whites Asians   .441*      .001** 
Autonomy Blacks Mixed   .431*      .028 
 
Whites Blacks   .621*      .001** 
 
Asians   .603*      .001** 
Mixed 1.052*      .001** 
Asians Mixed   .449*      .002 
Feedback Whites Asians   .532*      .001** 
Social impact of job Blacks Asians   .741*      .001** 
 
Whites Asians   .680*      .001** 
Mixed Asians   .737*      .001** 
Begin & complete job Whites Blacks 1.402*      .001** 
 
 
Asians   .926*      .001** 
Mixed   .974*      .001** 
Asians Blacks   .475*      .015 
Ability to use varied skills Whites Blacks   .936*      .001** 
 
 
Asians   .845*      .001** 
Mixed   .474*      .001** 
Mixed Blacks   .462*      .020 
 Asians   .372*      .010 
Communication Whites Blacks   .553*      .001** 
 
 
Asians   .495*      .001** 
Mixed   .738*      .001** 
Asians Mixed   .243*      .039 
Work-life balance Whites Blacks   .734*      .001** 
  
Asians   .465*      .001** 
Mixed   .352*      .005 
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Mixed Blacks   .383*      .040 
         * Significant at p = .05  
         ** Significant at p < .001 
Asians and Blacks differed on the following: recognition of achievement, 
autonomy, impact of the job on other people, as well as completing a job that is 
started. Significant differences were observed between ‘Mixed’ participants and 
Blacks in autonomy, the possibility of using varied skills, and work-life balance. In 
contrast, ‘Mixed’ people were significantly different from Asians in relation to 
interpersonal relationships, autonomy, the social impact of the job, the possibility 
of using varied skills, and communication within the organization.  
In general, the most significant differences in the importance attached to the 
satisfaction facets were found between Whites and Asians, followed by between 
‘Mixed’ people and Asians.  In fact, except for promotion/prospects of promotion, 
Whites and Asians significantly differed on all the facets that the study considered.  
Blacks and ‘Mixed’ people exhibited the least differences.   
To ascertain how the ethnic groups varied in relation to the facets, the race variable 
was replaced with self-reported ethnicity as the grouping variable in the ANOVA. 
According to the analysis, Australians reported communication, work-life balance, 
interpersonal relationships, the possibility of using varied skills, and autonomy as 
the five most important satisfaction facets (Appendix D-3). Promotion/the 
prospects of promotion, recognition of achievement, and responsibility were the 
least important. English considered work-life balance, communication, the impact 
of the job on other people, interpersonal relationships, and job security the most 
important satisfaction facets. They, however, considered finishing a job that they 
started, promotion, and pay the least important.  
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For New Zealanders, feedback from superiors, the varied use of skills, 
communication, interpersonal relationships, and job security were the most relevant 
in the context of job satisfaction; promotion, recognition of achievement, and pay 
were not as important. Chinese reported that job security, interpersonal 
relationships, pay, responsibility, and communication were very important to their 
satisfaction but not recognition of achievement, feedback, and promotion. Italians 
indicated they derive job satisfaction mainly from work-life balance, 
communication, interpersonal relationships, the nature of work, and autonomy but 
not from the varied use of skills, promotion, and completing a job that they started.    
Vietnamese reported the following five facets as the most important: impact of the 
job on other people, communication, work-life balance, autonomy, and varied use 
of skills. However, the nature of work, promotion, and responsibility were not as 
important. In contrast, promotion and responsibility were the most important for 
Scottish, followed by varied use of skills, autonomy, and then the ability to begin 
and complete a job. To them, pay, feedback from superiors, and interpersonal 
relationships were not so important. In contrast to Scottish, Irish prioritized pay as 
the most important facet in addition to recognition of achievement, the nature of 
work, responsibility, and work-life balance. Beginning and completing a job, the 
social impact of a job, and getting feedback from superiors were less important.   
Indians placed a high premium on job security, work-life balance, pay, promotion, 
and responsibility but not on completing a job they started, varied skills use, and 
communication. South Africans were very interested in communication, 
interpersonal relationships, work-life balance, the social impact of the job, and 
feedback from supervisors but less concerned about varied skills use, beginning and 
completing a job, and promotion. Lastly, Filipinos considered pay, communication, 
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work-life balance, interpersonal relationships, and autonomy as the key ingredients 
to their satisfaction.  They reported being less interested in responsibility, varied 
skills use, and the social impact of the job. 
A further analysis of the data (shown in Appendix D-3) revealed that 
communication and work-life balance were reported by all the ethnic groups as the 
two most important satisfaction facets, followed by interpersonal relationships. 
Promotion was the least important facet, followed by the ability to begin and 
complete a job, and then the possibility of varied skills use. In general, facet scores 
reported by Filipinos, Indians, South Africans, Chinese, and Italians were lower 
than those of Australians, English, New Zealanders, Irish, Scottish, and 
Vietnamese.  
The ANOVA output revealed significant differences between the ethnic groups in 
terms of facet prioritization (Table 4.19). The effect size, η2, which was not 
produced by ANOVA, was estimated using the formula: SSbetween /SStotal (Cohen, 
1988). Thus, η2 of .183 for responsibility, for example, means that 18.3% of the 
variability in the importance of the facet can be ascribed to ethnic identity.  
Table 4. 19 ANOVA, Importance of job satisfaction facets by ethnicity 
Job satisfaction 
facet 
 
SS df MS F p η2 
Nature of work 
Between 
Within 
Total 
  118.560 
2436.811 
2555.371 
    12 
1346 
1358 
9.880 
1.810 
5.457 .001 .046 
Recognition of 
achievement 
Between 
Within 
Total 
  114.159 
2058.016 
2172.175 
    12 
1346 
1358 
9.513 
1.529 
6.222 .001 .053 
Responsibility 
Between 
Within 
Total 
  305.223 
1359.111 
1664.334 
    12 
1346 
1358 
25.435 
  1.010 
25.190 .001 .183 
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Promotion 
Between 
Within 
Total 
  127.637 
1775.717 
1903.354 
    12 
1346 
1358 
10.636 
  1.319 
8.062 .001 .067 
Pay 
Between 
Within 
Total 
135.737 
1627.357 
1763.094 
    12 
1346 
1358 
11.311 
  1.209 
9.356 .001 .077 
Interpersonal 
relationships 
Between 
Within 
Total 
  204.640 
2311.882 
2516.521 
    12 
1346 
1358 
17.053 
  1.718 
9.929 .001 .081 
Job security 
Between 
Within 
Total 
    68.788 
2101.540 
2170.328 
    12 
1346 
1358 
5.732 
1.561 
3.671 .001 .032 
Autonomy 
Between 
Within 
Total 
  137.620 
1880.112 
2017.732 
    12 
1346 
1358 
11.468 
  1.397 
8.210 .001 .068 
Feedback 
Between 
Within 
Total  
161.998 
1920.472 
2082.470 
    12 
1346 
1358 
13.500 
  1.427 
9.462 .001 .078 
Social impact of 
job 
Between 
Within 
Total 
  203.391 
1835.867 
2039.259 
    12 
1346 
1358 
16.949 
  1.364 
12.427 .001 .100 
Begin & 
complete job 
Between 
Within 
Total 
  236.114 
2644.594 
2880.708 
    12 
1346 
1358 
19.676 
  1.965 
10.014 .001 .082 
Ability to use 
varied skills 
Between 
Within 
Total 
  423.195 
2062.127 
2485.322 
    12 
1346 
1358 
35.266 
  1.532 
23.019 .001 .170 
Communication 
Between 
Within 
Total 
  159.367 
1400.338 
1559.705 
    12 
1346 
1358 
13.281 
  1.040 
12.765 .001 .102 
Work-life 
balance 
Between 
Within 
Total  
  125.717 
1902.173 
2027.890 
    12 
1346 
1358 
10.476 
  1.413 
7.143 .001 .062 
 
Post-hoc tests were performed to ascertain which ethnic groups significantly varied 
in the satisfaction facets. The combination of the fourteen facets and the eleven 
ethnic groupings produced a large number of post-hoc entries. Due to space 
constraints, I will not recount all the pair-wise significant comparisons that were 
observed. Thus, as in race, only positive mean differences that exhibited 
significance are reproduced (see Appendix D-4). 
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It can be gathered from the table that Australians significantly differed from 
Chinese, Vietnamese, Indians, South Africans and Filipinos in the priority they 
gave to the facet, nature of work.  The difference between English and New 
Zealanders, Chinese, and South Africans in the importance of recognition of 
achievement was also significant. Scottish participants were significantly at 
variance with members of all ethnic groups with respect to the importance they 
attached to responsibility and promotion/opportunity for promotion.  Irish differed 
significantly from all ethnic groups, except Australians, Chinese, and Filipinos, in 
the importance they allotted to pay and monetary inducements.  
In terms of interpersonal relationships, Australian scores differed significantly from 
those of Vietnamese, Scottish, Irish, Indians, and Filipinos. Generally, members of 
all ethnic groups reported job security scores that were significantly higher than 
those of South Africans and Filipinos. Vietnamese and Scottish placed a 
significantly higher priority on autonomy than Irish, Indians, South Africans, and 
Filipinos. Australians and New Zealanders varied significantly from Chinese, 
Scottish, Irish, Indians, South Africans, and Filipinos in how important feedback 
contributes to job satisfaction. Vietnamese scored significantly higher than 
members of all other groups, except Australians and English, in the importance of 
the social impact of the job. 
In relation to the importance of starting a job and finishing it, Australians were 
significantly at variance with all ethnic groups, except New Zealanders and 
Scottish. Australians, English, New Zealanders, Scottish, and Vietnamese differed 
significantly from Chinese, Italians, Irish, Indians, South Africans, and Filipinos in 
the importance they assigned to the possibility of using varied skills to do the job. 
With regard to the importance of communication, Australians reported scores that 
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significantly differed from those of Chinese, Scottish, Irish, Indians, South 
Africans, and Filipinos.  Australians, English, and Italians were significantly 
different from New Zealanders, Chinese, Irish, Indians, South Africans, and 
Filipinos in work-life balance importance.  
4.1.2.4 Do migrant and Australian-born workers in Western Australia differ 
in the facets from which they derive job satisfaction?    
Answer: It depends on the satisfaction facet in question. Migration status, i.e. being 
a migrant or Australian-born, produced significant disparities in ten of the fourteen 
satisfaction facets considered: responsibility, the nature of work, recognition of 
achievement, pay, interpersonal relationships, autonomy, feedback, ability to begin 
and complete a job, ability to use varied skills, and communication.  
The impact that migration status has on the assignment of importance to job 
satisfaction facets was evaluated by using t-test. Migration status was entered as the 
grouping variable and job satisfaction as the dependent variable. Two hundred and 
sixteen migrants and 167 nonmigrants participated. Nonmigrants differed from 
migrants in the importance they attached to the facets. Specifically, nonmigrants 
registered higher scores on all the facets, as illustrated in Table 4.20.  
Table 4.20 T-test group statistics, facet importance by migration status 
Job satisfaction facet Migration status M SD 
Nature of work 
Nonmigrant 5.30 1.157 
Migrant 4.78 1.398 
Recognition of achievement 
Nonmigrant 5.03 .991 
Migrant 4.74 1.245 
Responsibility 
Nonmigrant 5.14   .900 
Migrant 4.90   .986 
Promotion/promotion opportunities 
Nonmigrant 4.64 1.346 
Migrant 4.51 1.257 
Pay Nonmigrant 5.25   .824 
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Migrant 5.01 1.094 
Interpersonal relationships 
Nonmigrant 5.41   .907 
Migrant 5.13 1.208 
Job security 
Nonmigrant 5.16 1.146 
Migrant 5.08 1.161 
Autonomy 
Nonmigrant 5.25   .910 
Migrant 4.88 1.176 
Feedback 
Nonmigrant 5.19   .916 
Migrant 4.88 1.176 
Social impact of job 
Nonmigrant 5.08 1.078 
Migrant 5.00 1.159 
Begin & complete job Nonmigrant 5.15 1.151 
 Migrant 4.69 1.418 
Ability to use varied skills 
Nonmigrant 5.28   .917 
Migrant 4.82 1.296 
Communication 
Nonmigrant 5.50   .856 
Migrant 5.24   .955 
Work-life balance 
Nonmigrant 5.44 1.016 
Migrant 5.31 1.092 
 
It was important to determine on which facets the two groups significantly differed. 
This was done using t-test. The group variances were approximately the same for 
five facets—responsibility, promotion, job security, social impact of the job, and 
work-life balance. Thus, the t-test statistic was read from ‘equal variances assumed’ 
(Table 4.21).  In contrast, the test statistic for the remaining nine facets was read 
from ‘equal variances not assumed,’ as the variances were dissimilar.   
Table 4. 21 Independent samples t-test, facet importance by migration status 
 
Levene’s test of 
equality of 
variances 
 
Job satisfaction 
facet 
 F p t df 
p (2-
tailed) 
Responsibility 
Equal 
variance 
assumed 
3.248 .072 2.421 381 .016 
Promotion 
Equal 
variance 
assumed 
 .105 .747 1.013 381 .312 
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Data from the table shows that migrants and nonmigrants significantly differed in 
the importance they attached to the following ten facets: responsibility, t (381) = 
2.421, p = .016;  nature of work, t (379.21) = 3.963, p < .001; recognition of 
achievement, t (380.66) = 2.518,  p= .01; pay, t (380.77) = 2.506, p = .012; 
interpersonal relationships, t (380.70) = 2.607, p = .009;  autonomy, t (380.44) = 
3.001, p = .003; feedback, t (380.976) = 2.902, p = .004; ability to begin and 
Job security 
Equal 
variance 
assumed 
  .040 .843   .595 381 .552 
Social impact of 
job 
Equal 
variance 
assumed 
 .727 .395   .686 381 .493 
Work-life 
balance 
Equal 
variance 
assumed 
1.870 .172 1.138 381 .256 
Nature of work 
Equal 
variances 
not assumed 
14.127 .001 3.963 379.210 .001 
Recognition of 
achievement 
Equal 
variances 
not assumed 
13.525 .001 2.518 380.660 .012 
Pay 
Equal 
variances 
not assumed 
10.705 .001 2.506 380.768 .013 
Interpersonal 
relationships 
Equal 
variances 
not assumed 
11.127 .001 2.607 380.694 .009 
Autonomy 
Equal 
variances 
not assumed 
11.518 .001 3.001 380.438 .003 
Feedback 
Equal 
variances 
not assumed 
7.561 .006 2.902 380.976 .004 
Begin & 
complete job 
Equal 
variances 
not assumed 
20.931 .001 3.517 380.066 .001 
Ability to use 
varied skills 
Equal 
variances 
not assumed 
17.641 .001 4.055 378.207 .001 
Communication 
Equal 
variances 
not assumed 
4.864 .028 2.739 372.635 .006 
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complete a job, t (380.066) = 3.517, p < .001; ability to use varied skills, t (378.207) 
= 4.055, p < .001; and communication, t (372.635) = 2.728, p = .006. However, 
they did not differ in promotion, job security, impact of the job on other people, and 
work-life balance.   
4.1.2.5 Do workers from different races and ethnicities in Western Australia 
differ in terms of perceived discrimination in job search, on the job, and more 
generally? 
Answer:  Both minorities and mainstream report that they feel discriminated 
against in Australia. However, a substantially higher percentage of minorities, 
compared with the mainstream, report such feelings. Minorities are less optimistic 
about their hiring prospects, promotion, and other job-related outcomes. In 
general, there is evidence that fair play is lacking at various workplaces. 
Crosstabs and ANOVA were used to analyze the data that could facilitate the 
provision of information relating to the extent to which minorities are perceived to 
have experienced unequal treatment on the ‘streets’ of Australia and in the labor 
market. Results of the crosstabs, displayed in Table 4.22, show that 374 people 
consisting of 237 mainstream and 137 minorities—49 Blacks, 69 Asians, and 19 
‘Mixed’ people—responded to the question (Qu. 47).  
Table 4.22 Racial differences in perceived discrimination in Australia 
Felt discriminated against 
because of … 
Respondent’s race 
Blacks  
(n = 49) 
Whites  
(n = 237) 
Asians  
(n = 69) 
Mixed 
 (n = 19) 
 n % n % n % n % 
Race 21 42.9 18 7.6 31 44.9 7 36.8 
Ethnicity 14 26.8 14 5.9 22 31.9 4 21.1 
Religion 14 28.6 9 3.8 20 29.0 6 31.6 
No discrimination 19 38.8 201 84.8 23 33.3 10 52.6 
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People were allowed to choose more than one axis of discrimination. As data in 
Table 4.22 shows, Asians were the most likely to feel discriminated against, 
followed by Blacks, ‘Mixed’ people, and then Whites. In specific terms, Asians 
recorded the greatest percentages in two of the three axes, i.e. race and ethnicity, 
and were only second to ‘Mixed’ people in religious discrimination. In general, 
more people felt they had been discriminated against on the basis of race than on 
the basis of ethnicity or religion. There was, however, no clear pattern regarding 
which racial group felt discriminated against the most on the basis of ethnicity and 
religion.  
To investigate the extent to which it is perceived that minorities in Australia are 
discriminated against in the labor market, ANOVA was used. Data from questions 
that asked participants to rate their perception about workplace ethnicity issues on 
a six-point scale (see Qus. 48-53 of Appendix A-1) was entered as dependent 
variables whilst race was entered as the factor. Three hundred and eighty-six people 
comprising  49 Blacks, 245 Whites, 69 Asians, 20 ‘Mixed’ people, and 3 ‘others’ 
responded. Further descriptive data is displayed in Table 4.23. 
Table 4.23 Perception of workplace cultural diversity issues by race 
Workplace diversity issue Race M SD 
1.There is little chance for promotion of ethnic minorities Mixed 3.44 1.887 
 Asians 3.19 1.488 
  Blacks 3.12 1.666 
Whites 1.91 1.183 
Others 2.00 1.000 
Total 2.37 1.480 
2. Sometimes, ethnic minorities are less appreciated than 
their majority colleagues 
Blacks 3.27 1.578 
 Asians 3.20 1.431 
Mixed 3.05 1.502 
Whites 2.19 1.343 
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Others 2.33 2.309 
Total 2.55 1.480 
3. Ethnic minorities have a hard time getting a job in the 
organization 
Asians 2.68 1.182 
 Blacks 2.65 1.316 
Mixed 2.60 1.231 
Whites 1.91 1.172 
Others 2.33 2.309 
Total 2.18 1.251 
4. Sometimes, some workers do or say things that make 
ethnic minorities working here feel uncomfortable 
Asians 3.59 1.603 
 Blacks 3.51 1.660 
Mixed 3.30 1.922 
Whites 2.50 1.421 
Others 2.67 2.887 
Total 2.87 1.596 
5. Some supervisors show little interest in the feelings of 
ethnic minorities they supervise 
Asians 3.42 1.439 
 Blacks 3.27 1.552 
Mixed 2.65 1.496 
Whites 2.09 1.265 
Others 2.33 2.309 
Total 2.51 1.467 
6. Generally, ethnic minority and majority workers are 
treated equally by management and supervisors 
Mixed 4.75 1.118 
 Whites 4.62 1.364 
Asians 4.26 1.575 
Blacks 4.18 1.364 
Others 5.00 1.732 
Total 4.51 1.513 
 
Asians recorded the highest scores for three (facets 3, 4, and 5) of the six explored 
areas. Specifically, they were more likely to report that minorities have difficulty 
securing jobs; that coworkers and other employees sometimes make utterances or 
behave in a way that tends to make minorities feel uncomfortable; and that 
supervisors show little regard for the feelings of minority workers.  
Blacks had the strongest belief that minorities are not as equally appreciated as 
mainstream. Also, they were most likely to report that, overall, supervisors and 
managers do not treat minority and mainstream workers equally. Workers with 
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multiple racial identities have the greatest tendency to report that members of 
minority groups do not get promoted as much as their majority compatriots.  In 
general, Whites reported the lowest scores on all but one facet (facet 6). 
Facet 6 in Table 4.23 described in this research as an overall ethnic diversity (OED) 
index, is an overall measure of equity in the workplace. Data from the table 
demonstrates that ‘Mixed’ people were strongly of the view that, overall, minorities 
and mainstream are treated equally by their superiors at work. They were followed 
by Whites and Asians, with Blacks being the least supportive of that view.   
Having found that the racial groups differed in their perceptions about the diversity 
issues that were explored, I proceeded to find out if the differences were significant.  
The ANOVA output shows that, except for the OED measure, racial discrepancies 
in the perception did not occur by chance (Table 4.24). Specifically, this suggests 
that in Western Australia there is a belief that minorities are less likely to be hired, 
F (4,381) = 8.661, p  < .001; they are less likely to be promoted, F(4,381) = 20.344, 
p < .001; they are less appreciated , F(4,381) = 11.527, p < .001; they feel 
uncomfortable sometimes at work because of the utterances and actions of other 
workers F(4,381) = 10.081, p < .001; and some superiors show little interest in their 
feelings, F(4,381) = 17.484, p < .001. 
 
Table 4.24 ANOVA, perceptions of workplace cultural diversity issues 
Workplace 
diversity issue 
 
SS df MS F-ratio p η2 
1.There is little 
chance for 
promotion of 
ethnic minorities 
Between 
Within 
Total 
148.465 
695.119 
843.584 
    4 
381 
385 
37.116 
  1.824 
 
20.344 
 
.001 .176 
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2. Sometimes, 
ethnic minorities 
are less appreciated 
than their majority 
colleagues 
Between 
Within 
Total 
  91.047 
752.311 
843.358 
    4 
381 
385 
22.762 
  1.975 
11.527 .001 .108 
3. Ethnic minorities 
have a hard time 
getting a job in the 
organization  
Between 
Within 
Total 
  50.254 
552.664 
602.918 
    4 
381 
385 
12.564 
  1.451 
  8.661 .001 .083 
4. Sometimes, 
some workers do or 
say things that 
make ethnic 
minorities working 
here feel 
uncomfortable  
Between 
Within 
Total 
  93.839 
886.596 
980.432 
    4 
381 
385 
23.459 
  2.327 
10.081 .001 .096 
5. Some 
supervisors show 
little interest in the 
feelings of ethnic 
minorities they 
supervise 
Between 
Within 
Total 
128.515 
700.123 
828.638 
    4 
381 
385 
32.129 
  1.838 
 
17.484 .001 .155 
6. Generally, ethnic 
minority and 
majority workers 
are treated equally 
by management 
and supervisors 
Between 
Within 
Total 
  14.078 
867.743 
881.822 
    4 
381 
385 
3.520 
2.278 
  1.545 .188 .016 
 
As in the previous ANOVA analysis, the effect size, η2, was estimated from the 
formula, SSbetween /SStotal. According to Cohen (1988), η2 can be small (.01), medium 
(.059), or large (.137). This means that with the exception of the OED facet for 
which a small effect size was recorded, the effect sizes were moderate to large. With 
facet 1, for example, 17.6% (.176 x 100) of the variability in the perception relating 
to promotion could be attributed to race; for facet 5, the variability is 15.5% (.155 
x 100).     
Post-hoc analysis demonstrated that, except for the OED measure, significant 
differences were observed between Whites and members of the other races in their 
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perception about workplace ethnic diversity issues, as shown in Table 4.25. In 
contrast, the perception of minorities—Blacks, Asians, and ‘Mixed’ people—did 
not significantly differ.     
Table 4.25 Multiple comparisons of perceptions of workplace cultural 
diversity issues by race                                       
Workplace diversity issue Race MD p 
There is little chance for promotion of 
ethnic minorities  
Blacks 
Asians 
Mixed 
Whites 
Whites 
Whites 
1.210* 
1.276* 
1.526* 
.001** 
.001** 
.018 
Sometimes, ethnic minorities are less 
appreciated than their majority colleagues  
Blacks 
Asians 
Whites 
Whites 
1.073* 
1.011* 
.001** 
.001** 
Ethnic minorities have a hard time getting a 
job in the organization  
Blacks 
Asians 
Whites 
Whites 
  .747* 
  .775* 
.005 
.001** 
Sometimes, some workers do or say things 
that make ethnic minorities working here 
feel uncomfortable  
Blacks 
Asians 
Whites 
Whites 
 
1.011* 
1.095* 
.002 
.001** 
Some supervisors show little interest in the 
feelings of ethnic minorities they supervise  
Blacks 
Asians 
Whites 
Whites 
1.174* 
1.329* 
.001** 
.001** 
* Significant at p = .05  
** Significant at p < .001 
 
4.1.2.6 Does a relationship exist between perceived discrimination and the job 
satisfaction levels of workers in Western Australia?   
Answer: Yes. Perceived discrimination reduces the job satisfaction levels of 
members of virtually all races and ethnicities. Perceived ethnic discrimination 
influences job satisfaction the greatest, followed by religious discrimination, and 
then racial discrimination. 
Multiple tests were performed to examine the impact of perceived discrimination 
on job satisfaction. The first was t-test analysis.  Job satisfaction was entered as the 
test variable and discrimination status, i.e. whether or not the participant has felt 
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any form of discrimination, was entered as the grouping variable. Three hundred 
and seventy-eight people responded to the question (Qu. 47): 118 had felt 
discriminated in one or more forms; 260 had not. The results indicated that the job 
satisfaction of those who had felt discriminated against was lower (M=93.00; 
SD=12.550) than those who had not felt any discrimination (M=98.18; 
SD=14.671). The difference between the groups was significant, t (261.66) = 3.520, 
p = .001 (Table 4.26). 
Table 4.26 T-test, job satisfaction by discrimination status 
 Levene’s test for equality of 
variances 
   
F p t df P (2-
tailed) 
Equal variances not 
assumed 
6.150 .014 3.520 261.66 .001 
 
ANOVA was used to examine whether, for each discrimination status category, job 
satisfaction was significantly different between the racial groups. To do this, job 
satisfaction was entered as a dependent variable whilst race was entered as an 
independent variable. The data was split-layered by discrimination status, coded 0 
= have felt no discrimination in Australia, and 1= have felt one or more forms of 
discrimination in Australia. The descriptive data, located in Table 4.27, shows that 
for all races, except Asians, feeling discriminated against reduced job satisfaction 
levels. Surprisingly, for Asians, job satisfaction increases when they feel 
discriminated against.  
However, it was observed in a further analysis that the discrepancies in satisfaction 
between the races were not significant for both discrimination status categories: F 
(4, 112) = 0.550, p = .699, for those who felt discriminated against, and F (4,254) 
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= 1.752, p = .139 for those who felt no discrimination. The effect sizes for those 
who had felt discriminated against (η2 = .019) and those who had not felt any 
discrimination (.027) were small, indicating a small, variability in job satisfaction 
between racial groups within each discrimination status category.  
Table 4.27 Job satisfaction vs. discrimination status by race 
 
Discrimination status Race n M SD 
Have felt no discrimination in Australia Blacks   20   92.87 16.637 
  Whites 203   99.04 14.510 
Asians   24   93.18 14.376 
Mixed   10 102.27 11.971 
Other     2 101.00 19.799 
Total 259   98.16 14.696 
Have felt one or more forms of discrimination 
in Australia 
Blacks   29   92.75 11.487 
 Whites   33   91.56 14.931 
Asians   45   94.55 10.701 
Mixed     9   94.82 15.199 
Other     1   81.00 -- 
Total 117   93.16 12.479 
 
Also, ANOVA was performed to examine the impact of perceived discrimination 
on the job satisfaction of people from the various ethnicities. The analysis procedure 
was the same as above except that race was replaced with ethnicity as the 
independent variable. Perceived discrimination, it was found, reduced the job 
satisfaction of members of all ethnicities, except Chinese, Filipinos, and Irish, as 
Table 4.28 shows. There were, however, no significant differences between the 
ethnic groups for each of the discrimination status categories. The effect size for 
those who had felt discriminated against (η2 = .084) was twice that for those who 
had not felt any discrimination (η2 = .042), and both were approximately medium 
in size (η2 can be small, .01; medium, .059; or large, .137). This suggests that there 
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was a moderate variability in job satisfaction between ethnic groups within each 
discrimination status category.  
Table 4. 28 Job satisfaction vs. discrimination status by ethnicity 
Discrimination status Ethnicity n M SD 
Have felt no discrimination in Australia Australians 184 99.41 14.687 
  English 16 95.98 12.972 
 New 
Zealanders 
12 94.27 14.229 
 Chinese   2 86.24 1.073 
Italians   1 104.00 -- 
Vietnamese   3 108.33 27.791 
Scottish   2 107.05 5.579 
Irish   7 90.17 12.734 
Indians   6 91.50 10.821 
South 
Africans 
11 95.55 15.365 
Filipinos   1 91.00 -- 
 Other   9 94.89 15.431 
 Total 254 98.23 14.595 
Have felt one or more forms of 
discrimination in Australia 
Australians   35 91.26 13.883 
 
 
English   9 92.89 10.925 
New 
Zealanders 
  7 87.71 16.183 
Chinese   10 97.35 8.836 
Italians   2 88.50 7.776 
Vietnamese   5 100.13 12.587 
Scottish   1 98.00 -- 
Irish   4 96.50 5.447 
 
Indians   15 90.73 13.008 
South 
Africans 
  11 91.31 13.785 
Filipinos    7 93.00 5.164 
Other    8 100.82 10.985 
Total 114 93.00 12.372 
 
Lastly, bivariate correlations were used to establish the association between 
perceived discrimination and job satisfaction. Correlation coefficient (r), according 
to Cohen (1988), can be small (.1), medium (.3) or large (.5). The correlation 
between job satisfaction and each of the axes of perceived discrimination was 
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negative and small: r (379) = - 0.09, p = .081 for perceived racial discrimination; r 
(379) = - 0.120, p = .019 for perceived ethnic discrimination; and r (380) = - 0.108, 
p = .035 for perceived religious discrimination. Thus, although the correlation 
values were small for all three axes of discrimination, job satisfaction correlated the 
least with racial discrimination, followed by religious discrimination, and then 
ethnic discrimination.  
4.1.2.7 Does a relationship exist between the personality traits of workers from 
different races and ethnicities in Western Australia and their job satisfaction 
levels?   
Answer: Yes, but the effect seems to be generally minimal, in particular across 
races. Of the five personality trait descriptors that were evaluated, only the 
descriptor, creative, significantly influenced job satisfaction across the racial and 
ethnic groups.  For workers from all races, there is a positive correlation between 
having a relaxed personality and job satisfaction levels.    
Five descriptors (Qus. 42 to 46), namely cooperative, creative, efficient, talkative, 
and relaxed representing the five personality traits agreeableness, openness, 
conscientiousness, extraversion, and neuroticism, respectively, were used to 
evaluate the influence of the traits on job satisfaction across races/ethnicities by 
calculating Pearson correlation coefficient (r) in bivariate correlations. First, the 
general relationship between the descriptors and job satisfaction was explored. A 
small but significant positive correlation was observed between job satisfaction and 
being relaxed, r (388) = 0.132, p = .009. There was virtually no relationship between 
job satisfaction and the remaining descriptors.  
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Next, the data was split-layered on the basis of race in order to examine the 
relationship between job satisfaction and the traits across the different racial groups. 
Table 4.29 displays the correlation coefficients. The only descriptor that correlated 
positively with job satisfaction across all the races was ‘relaxed.’   In other words, 
for all races, job satisfaction relates positively with the ability to feel relaxed.  
For Blacks, there was a small but positive relationship between job satisfaction and 
creativity (openness), efficiency (conscientiousness), and ‘relaxed’ (neuroticism). 
For Whites, creativity and talkativeness (extraversion) were negatively associated 
with satisfaction. The job satisfaction of Asians was negatively associated with all 
the personality descriptors, except ‘relaxed’ (neuroticism). Creativity was the only 
descriptor that significantly correlated with job satisfaction, and this occurred in 
Asians. The influence of the traits was more pronounced on the job satisfaction of 
‘Mixed’ people than members of other races. Specifically, apart from efficiency, 
there was a small to moderate positive relationship between the descriptors and the 
job satisfaction of ‘Mixed’ people.   
Table 4.29 Correlation between personality traits and job satisfaction across 
races 
Race 
Job 
satisfaction 
Creative Cooperative Efficient Talkative Relaxed 
Blacks 
Job 
satisfaction 
.099 .072 .119 .038 .130 
Whites 
Job 
satisfaction  
- .038 .070 .002 - .023 .099 
Asians 
Job 
satisfaction 
- .255* - .137 - .206 - .028 .070 
Mixed 
Job 
satisfaction 
.317 .112 .041 .266 .262 
*Significant at p = .05, two-tailed 
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Lastly, the data was split according to ethnicity to enable the relationship between 
job satisfaction and the traits to be examined in bivariate correlations. The results 
are presented in Table 4.30. About 40% of the correlation coefficients were either 
moderate or large. There was a negative association between creativity and 
satisfaction for a majority of the ethnic groups. Also, the descriptors, 
cooperativeness and efficiency, were negatively associated with satisfaction for five 
groups.  
Table 4.30 Correlations between personality traits and job satisfaction across 
ethnicities 
Ethnicity Job satisfaction 
C
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Australians Job satisfaction - .035   .085 - .028 - .038 .074 
English Job satisfaction   .138   .173   .115   .244 .191 
New Zealanders Job satisfaction - .104 - .098   .269   .254 .059 
Chinese Job satisfaction   .204   .059 - .202   .446 .379 
Italians Job satisfaction   .852   .879   .353   .852 .634 
Vietnamese Job satisfaction - .435 - .013 - .438   .028 .265 
Scottish Job satisfaction    .898 - .992   .780   .972 .798 
Irish Job satisfaction - .500 - .407 - .214 - .610 - .248 
Indians Job satisfaction - .026 - .323 - .303   .075 .123 
South Africans Job satisfaction     .447*   .215   .400   .018 .222 
Filipinos  Job satisfaction -.337 .217 .017 - .184 .371 
   *Significant at p = .05, two-tailed  
All the traits correlated negatively with the job satisfaction of participants who 
identified as Irish. In contrast, the levels of satisfaction of Australians were virtually 
unrelated to these traits.  Strong correlations were found for Scottish and, to some 
extent, Italians. As in race, one significant correlation was observed; that was, 
again, between creativity and job satisfaction. This was observed in South Africans.  
Overall, the correlation values were higher across ethnicities than races. 
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4.1.2.8 Do workers’ life satisfaction levels vary according to race and ethnicity 
in Western Australia? 
Answer: Race does not significantly influence life satisfaction but Whites appear to 
report higher levels of satisfaction than minorities. However, a greater proportion 
of minorities, relative to Whites, indicate they are satisfied with life. With regard to 
ethnicity, there are significant differences between the groups. A greater proportion 
of people from ‘underprivileged ethnicities,’ compared with those from ‘Western 
ethnicities,’ report they are satisfied with life. As in job satisfaction, ethnicity seems 
to explain a higher variability in life satisfaction than race.    
One-way ANOVA was used to examine the possibility that, in Western Australia, 
life satisfaction levels are contingent on racial/ethnic identity. First, life satisfaction 
and race were assigned to the dependent and factor list, respectively. Three hundred 
and eighty-six people—49 Blacks, 245 Whites, 69 Asians, 20 ‘Mixed,’ and 3 
‘others’—responded to a question (Qu. 27) that asked participants to rate their life 
satisfaction on a six-point scale.  
‘Mixed’ people reported the highest levels of life satisfaction (M = 5.15; SD = .813), 
followed by Whites (M = 4.85; SD = 1.118); Blacks (M = 4.76; SD = .942), and 
Asians (M = 4.69; SD = 1.020). Further analysis, however, revealed that differences 
in the group scores were not statistically significant, F (4, 381) = 0.808, p < .520. 
The effect size, η2, was .008, meaning that less than 1% of the variability in life 
satisfaction in Australia could be attributed to race.  
Further, racial differences in life satisfaction were evaluated according to the six 
response categories. The results are presented in Table 4.31. As the table shows, 
whereas 14.3% of Whites disagreed that they are satisfied with their current life, 
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13% of Asians and 8.2% of Blacks responded this way. In other words, a higher 
proportion of Whites than minorities indicated they were less satisfied with life in 
Australia.  
Table 4.31 Life satisfaction categories by race (%) 
 Race 
Life satisfaction response 
categories 
Blacks Whites Asians Mixed Others 
Disagree very much — 0.8 — 
— — 
Disagree moderately —   2.9 2.9 
— — 
Disagree slightly 8.2 10.6 10.1 
— — 
Agree slightly 34.7 14.7 26.1 25.0 
— 
Agree moderately 30.6 39.2 37.7 35.0 100 
Agree very much 26.5 31.8 23.2 40.0 — 
Total 100.0 100.0 100.0 100.0 100.0 
 
Data located in Table 4.31 further demonstrates that Blacks (34.7%) were most 
likely to ‘Agree slightly’ that they are satisfied with life whilst Asians (37.7%) and 
Whites (39.2%) are most likely to ‘Agree moderately.’ For ‘Mixed’ people, the 
largest number of responses (40%) came from those who reported that they ‘Agree 
very much’ that they are satisfied with life. In general, the (average) proportion of 
participants who agreed that they are satisfied with life was greatest for ‘Mixed’ 
people, 33.3%; followed by Blacks, 30.6%; Whites, 23.7%; and then Asians, 
20.3%.  
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The study also investigated the extent to which job satisfaction influences the life 
satisfaction of people from different races. To furnish this information, bivariate 
correlations were used. The following observations were made: there was a positive 
strong correlation between job and life satisfaction for Whites, r (245) = .560,  p < 
.001; a moderately strong correlation for Asians,  r (69) = .405, p = .001; a moderate 
correlation for Blacks, r (49) = .319, p = .026; and a small to moderate correlation 
for ‘Mixed’ people, r (20) = .229, p = .332 (r may be small, .1; medium, .3; or large, 
.5). 
To ascertain if life satisfaction in Australia is influenced by ethnicity, another 
ANOVA was performed. The procedure was similar to the above, except that the 
factor variable, race, was substituted with ethnicity. The data was weighted due to 
low counts for Italians, Scottish, Vietnamese, and Filipinos. Data located in Table 
4.32 illustrates that Vietnamese reported the highest life satisfaction levels, 
followed by Chinese, Scottish, Australians, and then New Zealanders. In contrast, 
Filipinos reported the lowest satisfaction, followed by Irish, and South Africans. 
The ethnic groups differed significantly in life satisfaction, F (11, 1332) = 9.608, p 
< .001. The calculated value of η2 was .074, meaning that 7.4% of the variability in 
life satisfaction in Australia could be ascribed to ethnic identity. 
Table 4.32 Life satisfaction by ethnicity (weighted scores) 
Ethnicity n M SD 
Vietnamese 48 5.25   .668 
Chinese 52 5.08   .926 
Scottish 21 5.00 1.449 
Australians 227 4.90 1.028 
New Zealanders 57 4.84   .996 
Indians 210 4.71   .935 
Italians 15 4.67 1.291 
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English 50 4.64   .985 
South Africans 242 4.59   .891 
Irish 88 4.27 1.773 
Filipinos 96 3.88 1.059 
Other 238 4.82 1.152 
Total 1344 4.69 1.113 
 
Post-hoc tests demonstrated that, with the exception of Indians and South Africans, 
all ethnic groups were significantly different in life satisfaction from Filipinos 
(Table 4.33). Additionally, Australians significantly differed from Irish and South 
Africans; New Zealanders differed from Irish; Chinese differed from English, Irish, 
Indians, and South Africans; Vietnamese differed from Australians, English, Irish, 
Indians, and South Africans; and Scottish differed from Irish.   
Table 4.33 Multiple comparisons of life satisfaction by ethnicity 
Ethnicity MD p 
Australians Irish   .627*  .001** 
 South Africans   .311*     .002 
 Filipinos 1.025*  .001** 
English Filipinos   .765*  .001** 
New Zealanders Irish   .569*     .002 
 Filipinos   .967*  .001** 
Chinese English   .437*     .040 
 Irish   .804*     .001** 
 Indians   .363*     .030 
 South Africans   .488*     .003 
 Filipinos 1.202*  .001** 
Italians  Filipinos   .792*      .008 
Vietnamese Australians   .350*     .041 
 English   .610*     .005 
 Irish   .977*     .001** 
 Indians   .536*     .002 
 South Africans   .661*  .001** 
 Filipinos 1.375*     .000** 
Scottish Irish   .727*     .005 
 Filipinos 1.125*  .001** 
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Irish Filipinos   .398*     .012 
         * Significant at p = .05  
         ** Significant at p < .001 
 
Ethnic differences in life satisfaction were also evaluated according to the response 
categories. As Table 4.34 shows, many Filipinos (37%), Scottish (33%), and 
Italians (33%), compared with members of the other ethnic groups, disagreed that 
they are satisfied with life. None of the ethnic groups indicated they ‘Disagree very 
much’ that they are satisfied with life, except Irish. Vietnamese were the only group 
that did not disagree that they have a satisfied life. For Indians, those who ‘Agreed 
slightly’ that they are satisfied with life were highly represented (33.4%).  
Table 4.34 Life satisfaction categories by ethnicity (%) 
 Life satisfaction response categories  
Ethnicity  
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Australians 
— 
2.6 9.1 17.4 39.2 31.7 100.0 
English 
— 
16.0 
— 
24.0 40.0 20.0 100.0 
New Zealanders 
— 
11.1 
— 
27.8 27.8 33.3 100.0 
Chinese 
— 
7.7 
— 
15.4 38.4 38.5 100.0 
Italians 
— 
33.3 
— 
— 33.3 33.3 100.0 
Vietnamese 
— 
— 
— 
12.5 50.0 37.5 100.0 
 206 
 
Scottish 
— 
33.3 
— 
— — 66.6 100.0 
Irish 18.2 -- 9.0 9.1 36.4 27.3 100.0 
Indians 
— 
9.5 
— 
33.4 33.3 23.8 100.0 
South Africans 
— 
9.1 
— 
36.4 40.9 13.6 100.0 
Filipinos 
— 
12.5 25.0 25.0 37.5 — 100.0 
Others 
— 
7.1 — 21.4 28.6 42.9 100.0 
 
Vietnamese, South Africans, Filipinos, Irish, English, and Australians were more 
likely to respond that they ‘Agree moderately’ that they are satisfied with their life. 
Also, New Zealanders, Chinese, and Scottish were more likely to ‘Agree very 
much’ that they are satisfied with life. The greatest proportion of participants who 
indicated they were satisfied were Vietnamese, 100%; followed by Chinese, 92.3%; 
South Africans, 90.9%; Indians, 90.5%; New Zealanders, 88.9%; Australians, 
88.3%; English, 84%; Irish, 72.8%; Italians and Scottish, 66.6%; and then Filipinos, 
62.5%. As can be seen, three of the top four ethnicities whose members reported 
that they were satisfied with life were of Asian origin.  
Bivariate correlations were used to examine the relationship between job and life 
satisfaction of people from different ethnicities. The strongest correlation between 
the two variables was found for Scottish, r ( 21) = .945, p < .001, followed by New 
Zealanders, r (18) = .807, p < .001;  Chinese, r (52) = .766, p < .001; Italians, r (15) 
= .756, p < .001; Vietnamese, r (48) = .723, p < .001; Filipinos, r (96) = .643, p < 
.001; Australians, r (227) = .493, p < .001;  Indians, r (210) = .453, p < .001; Irish, 
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r (88)= .429, p < .001; English, r (50) = .402, p = .004, and then South Africans, r 
(242) = .379, p < .001.   
4.1.2.9 Do migrant and Australian-born workers in Western Australia differ 
in life satisfaction levels?   
Answer: There is no significant difference in life satisfaction on the basis of 
migration status. However, people born in Australia appear to report higher levels 
of satisfaction than migrants. In spite of this, a higher proportion of migrants 
indicate they are satisfied with life.    
T-test was performed to evaluate whether or not migration status influences life 
satisfaction in Western Australia. People born in Australia (n = 167) reported a 
higher level of life satisfaction (M = 4.85; SD = 1.095) than migrants (n = 216; M 
= 4.79; SD = 1.040), although the difference between the two groups was not 
statistically significant, t (381) = .612, p = .541. Further differences in satisfaction 
were evaluated according to the response categories (see Table 4.35).   
Table 4.35 Life satisfaction categories by migration status (%) 
 Migration status (%) 
Life satisfaction response 
categories 
Nonmigrants Migrants 
Disagree very much —      0.9 
Disagree moderately     3.6      1.4 
Disagree slightly   10.2      9.3 
Agree slightly   16.8    23.1 
Agree moderately   37.1    38.0 
Agree very much   32.3    27.3 
Total 100.0  100.0 
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As the table illustrates, Australian-born participants did not ‘Disagree very much’ 
that they are satisfied with life although a higher proportion (13.8%) than migrants 
(11.6%) disagreed that they are satisfied. In other words, by proportion, more 
migrants (88.4%) reported they are satisfied with life compared with nonmigrants 
(86.2%). Both migrant and nonmigrant participants, in approximately equal 
proportions, were more likely to ‘Agree moderately’ that they are satisfied with life. 
However, a greater proportion of nonmigrants (32.3%) than migrants (27.3%) 
reported that they ‘Agree very much’ that they have a satisfied life.       
4.1.3 Summary 
In this chapter, data gathered from the survey aimed at investigating the job 
satisfaction of workers from different races and ethnicities in Western Australia was 
presented. It described the variables used, participants’ demographics, and 
presented the findings and analysis for each research question. Additional evidence 
was provided where needed for comparability purposes as well as to enhance 
understanding of some of the findings. Empirical support for the relationship 
between job and life satisfaction has been documented in this chapter as well.  
4.2 Qualitative analysis and findings  
The purpose of this section is two-fold. First, it provides an insight into the method 
used in analyzing the qualitative data. Second, it describes the mode by which the 
findings derived from the analysis were presented.  
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4.2.1 Qualitative analysis 
In this section, attention is focused on the technique used to analyze the qualitative 
data, the primary source being data from the interviews. The interview data is 
comprised of information provided by the study participants as well as field notes 
that were gathered during the interview process. Respondents’ closing remarks 
from the survey were also included as part of the qualitative data. 
All twenty-five interviews were transcribed by me. Data organization and analysis 
was aided by the data management software, NVivo, which, as has been noted by 
Walter (2010), is particularly useful when managing data from twenty-five or more 
interviews. The interview transcripts were imported into NVivo and each was 
labeled by participant name. Ten of the participants were born in Australia; fifteen 
were born overseas. Eleven participants were females; fourteen were males.  
Responses to questions obtained from each participant were coded (placed) in the 
same node (category) to enable comparative analysis of those responses. For 
example, all responses to the question ‘What would you expect from an ideal job?’ 
(Qu. 6; see Appendix B-2 or B-3), were coded into a single node. In addition, for 
some of the questions, responses derived from people from the same or similar 
ethnicity/race were placed in the same node. For example, the responses collated 
from Blacks to the question that explored the importance of job satisfaction facets 
(Qu. 4) were placed in one node; those from Whites were grouped in another, and 
so were those from Asians and ‘Mixed’ people. 
In all, the participants identified with eleven racial groups: Akan, Asian, Australian, 
Black, Chinese, Colored, Indian-English, Indian, South African, Tjupan, and White. 
The participant who identified as Akan was of Ghanaian origin; the one who 
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identified as Australian was of Anglo-Burmese origin; the one who identified as 
South African was considered ‘Mixed’ (he had described himself as Colored prior 
to the interview), whilst the person who declared Tjupan identity was Black and 
Aboriginal. For simplicity, and in congruence with the racial groupings in the 
survey, the eleven were consolidated into the following categories:  
a. Blacks (included people who identified as Akan and Tjupan);   
b. Asians (comprised those who identified as Chinese and Indian); 
c. ‘Mixed’ (consisted of those who considered themselves Colored, Indian-English, 
and South African); and 
d. Whites.     
The following ethnicities were reported: Aboriginal Australian; Ashanti (a 
Ghanaian ethnic group); Australian; Australian-English-South African; Black 
African; Canadian; Chinese; English; English-Australian; Guan (a Ghanaian ethnic 
group); Italian; Kashmiri; Malaysian; New Zealander; Scottish; and South African.  
As already pointed out, this research was designed to test existing migration and 
job satisfaction theories. It was also designed to assist in theory development. To 
help achieve these two objectives, two coding systems were employed in the 
qualitative analysis. First, I developed a priori (pre-existing/predetermined) codes, 
themes and concepts (these terms are used interchangeably in subsequent 
discussions) based on information that was gleaned from the literature. For 
example, based on Hackman and Oldham’s (1976) and Herzberg et al.’s (1993) 
theories of job satisfaction, fourteen facets were identified and labeled as important 
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contributors to satisfaction. These facets were characterized as predetermined 
themes. 
Second, in order to embrace the views and perception of the participants and avoid 
limiting the analysis to predetermined themes, I employed a ‘grounded theory’ 
approach by allowing themes to emerge from the data through an inductive coding 
process (Glaser & Strauss, 1967; Walter, 2010). Thus, the qualitative phase was 
designed to employ thematic analysis in exploring both predetermined and 
emerging concepts.  
As Creswell (2013) has noted, a grounded theory-type analysis is suitable for 
investigating phenomena that have limited existing literature. It is also appropriate 
for investigating phenomena that have ample theoretical support yet have not been 
tested on samples or populations of interest. This makes grounded theory a suitable 
analytical approach in this phase of the study given that literature on the racioethnic 
influence on job satisfaction is limited in Australia. Moreover, literature relating to 
the influence of race on job satisfaction is available but mainly on US employees 
and not their Australian counterparts.            
In conducting the analysis, I employed what I call a flexible coding technique. This 
means that the processes underlying grounded theory—open, axial, and selective 
coding (see Liamputtong & Ezzy, 2005)—were not adhered to in a stringent sense. 
Rather, concepts that often emerged around a category were pieced together with a 
view to developing theory. Both implicit and explicit coding systems were 
employed. Additionally, if a response did not suit the question that was posed, it 
was coded or included as a fitting response to another question. For example, in her 
response to suggestions to improve the job satisfaction of workers in Australia, one 
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participant indicated, among other things, that ‘The only thing that I can think of is 
if I had a job where I could travel home frequently with work. That would make 
things much better’.  This, in my opinion, fitted better as a response to the question 
on ideal job (Qu. 6), and was coded as such.  Similarly, when another participant, 
was asked if she thought Whites have it easier in the job (Qu. 8), she responded: 
I actually can’t believe you can drive cars that have stickers saying ‘if you don’t 
like Australia, get out’. And if you’ve got cars with stickers saying ‘Australia for 
Australians; we’re already full,’ it’s inflammatory, racial inflammatory. And when 
they [Australians] talk about Poms and stuff like that, it just totally shocks me how 
open they are about people they don’t like. 
I thought this was a more appropriate response for the question on life satisfaction 
in Australia (Qu. 9), and it was coded as such. This decision was influenced by her 
claim in our subsequent conversation that actions of the kind mentioned above 
detract from the overall satisfaction she derives from living in the country.  
4.2.2 Presenting the qualitative findings 
As noted in several parts of this thesis, a triangulated design—a mix of quantitative 
and qualitative methods—was used in the study. Specifically, a concurrent 
embedded triangulation was adopted (Creswell, 2013).  This means that it was 
important to delineate which of the two methods was primary and which was 
secondary. For this study, the quantitative and qualitative approaches were 
designated primary and secondary, respectively. As a result, findings from the two 
approaches were not compared side-by-side, as is done in a typical concurrent 
triangulation (Creswell, 2013). Rather, findings from the qualitative data are 
embedded in the quantitative findings and discussed together. The expectation was 
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that this would ensure an integrated assessment of the issues being investigated—
in this case, job satisfaction, life satisfaction, and racial and ethnic discrimination.     
4.2.3 Summary 
This section presented information that described how the qualitative data was 
analyzed. By the very nature of the study, findings from the qualitative phase were 
not presented here, except some basic sample characteristics.  Instead, they are 
incorporated into the quantitative findings and presented as a composite unit for 
discussion in the next chapter.    
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CHAPTER 5—Discussion 
 
This chapter discusses the findings from the quantitative (survey) data and 
qualitative analysis (mainly interviews and survey closing remarks). The chapter 
comprises five sections. The first section discusses the racioethnic and migration 
status differences in job satisfaction levels. The second section discusses the 
importance of job satisfaction facets in the context of race, ethnicity, and migration 
status. The third section focuses on discrimination and its relationship with job 
satisfaction whilst the fourth section explains the racioethnic and migration status 
disparities in subjective well-being (SWB) or life satisfaction levels. The last 
section summarizes the discussion.  
It should be added that, for purposes of explanation, discussions may overlap in 
some sections—for instance, issues of discrimination may be discussed beyond the 
dedicated section. It should also be mentioned that the approach to this discussion 
is to embed the qualitative findings within the quantitative findings. This way, the 
qualitative data provides corroborative or disconfirming evidence. All participant 
quotes are presented verbatim. For this reason, grammatical and spelling errors are 
not corrected. It is important that throughout the discussion, the limitations outlined 
at the outset of the thesis, including the non-representativeness of the sample in 
spite of its decent size, are noted.  
5.1 Race, ethnicity, migration status, and levels of job satisfaction  
The object of this section is to interpret the findings relating to race, ethnicity, and 
migration status differences in job satisfaction levels. It should be noted that, for 
the sake of simplicity, those who identified their race as Black may, in certain cases, 
be referred to as Blacks; those who identified themselves as White may be called 
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Whites; those who identified themselves as Asians may be called Asians; and those 
who indicated they were of mixed race may be termed ‘Mixed.’ Similarly, in some 
situations, those who described their ethnicity as Vietnamese and South African, 
for example, may simply be referred to as Vietnamese and South Africans, 
respectively.    
5.1.1 Race differences in job satisfaction levels 
According to this study, there are racioethnic differences in job satisfaction levels 
among workers in Western Australia. Unlike most other work done in this field, 
which are mainly overseas studies, personal and employment demographics that 
potentially influence job satisfaction levels were adjusted for. The controlled 
variables were gender, age, education level, religious status, occupation type, 
employment contract, work schedule, weekly working hours, and income. 
Results from the study indicate that, when demographic and employment factors 
are taken into account, workers who identify themselves as ‘Mixed’ tend to report 
the highest satisfaction levels, followed by those who indicate they are White, 
Black, and then Asian. This finding is consistent with similar work done overseas. 
In their investigation of racial disparities in physician satisfaction in the US, for 
example, Glymour et al. (2004) observed that their White informants had the 
highest levels of job satisfaction, followed by Blacks and then Asians.  
What results of the current study suggest is that minorities, with the exception of 
those with mixed backgrounds, tend to report significantly lower levels of job 
satisfaction than their White counterparts. It was expected that, in line with their 
minority counterparts, people from mixed races would report lower levels of 
satisfaction than Whites. Instead, they reported the highest satisfaction. One reason 
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for this may be that, like people who indicated they were White, perceived 
discrimination may be low among ‘Mixed’ people, a conclusion supported by 
another aspect of this study (racial disparities in perceived discrimination are 
discussed in detail later in the chapter). Perceived discrimination may be low among 
people from mixed background because they may see themselves and/or be seen by 
others as White. This is demonstrated in the response given by Leticia, a British 
nurse of Indian and English heritage, when she was asked if she thought she has it 
easier in the job than people from other races: ‘Absolutely!’ she said. ‘Because I’m 
Caucasian, and I can speak English, I definitely think my job is easier, and the 
attitude of people around me is better.’  
Perceived discrimination may also help explain the discrepancy in job satisfaction 
levels observed between those who indicate they are White, on the one hand, and 
their Black and Asian counterparts, on the other hand. As expected, the survey 
results reveal that perceived discrimination is higher among racial minorities than 
among those who describe themselves as White. Besides, those who feel 
discriminated against report lower job satisfaction levels than those who do not. As 
such, given that perceived discrimination was high among Asians and Blacks, it 
was not surprising that they also reported lower satisfaction. I must mention at this 
point that racism and discrimination against minorities in the Western Australian 
and Australian workplaces and labor market—both in historical and contemporary 
times—has been explained in detail in Chapter Two and so these are not discussed 
again here. However, some of the information or experiences may be cited if 
necessary. Also, the theme ‘job satisfaction and discrimination’ has been discussed 
at length in Section 5.3. To provide empirical support for the discussion underway, 
narratives from some informants are considered here. 
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Kwaku, a Ghanaian-born taxi driver who has been living in Australia for the past 
fifteen years, mentioned in the interview that he is particularly concerned that he 
has not been able to secure employment with the GCE (General Certificate of 
Education) Advanced Level qualifications he obtained from Ghana. According to 
him, he has ‘never got a chance’ to use his qualifications once he got here because 
no one seemed to recognize them and for this reason, ‘I have been doing different 
sorts of odd jobs.’ Similarly, Mensah, a New Zealander-trained Ghanaian barrister 
who describes himself as Black, came to Australia mainly to look for work. To his 
dismay, he has been unable to even get an interview after eight months of searching 
for a job.  Another participant, Rashan, a Sierra-Leonean refugee working as a 
construction laborer and taxi driver, did a marine course in Tasmania and moved to 
Perth hoping to secure employment. However, he maintains that six months after 
completion he has not got a job, and he attributes this to being Black:  
Those people we did the course with have got a job now because of their color. I’m 
the only Black and up till now I haven’t… And now here is the case: I send all my 
résumé, almost every week I call the companies but no one responds to me because 
my name is very hard to pronounce. And then when they talk to me, it’s like ‘where 
do you come from? Africa? Okay we’ll get back to you.’ Immediately they hear 
the African name they’ll not pick you. So it’s very difficult! 
The thing that seemed to upset Rashan the most was his inability to get into one of 
the nation’s security forces, something he again attributes to racism, however in an 
implicit manner. According to him:   
I applied…a couple of times.  The way they treated me is not something that I like. 
I went and did the test, I passed. They sat me down and explained the channels that 
I had to go through to get into the field… From 2009 that I sat the first test and I 
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passed, they told me ‘go and we’ll call you.’ They didn’t call me until 2011 when 
I was looking for work and didn’t get work so I said okay let me apply again. I 
applied and they called me and I went and sat for the test. It was then that they told 
me that when you pass the test, you need to file in or put in application for the 
particular job before they’ll pick you. They didn’t tell me that in 2009. If they had 
told me that, I’d be working by now.  I put a file in, they called me for interview, 
and after that they told me I should go somewhere to do my training. Then they 
asked me ‘so you have your citizenship?’ And it’s in the form [he completed] that 
I’m a permanent resident. When I said no, they said ‘anyway we’ll put you down.’ 
That was not what I was expecting. What they told me in the beginning was that 
when you go into it with your permanent residence, we’ll help you to get your 
citizenship.   
These experiences reveal some of the exclusive racist strategies mentioned earlier 
in the literature review which employment ‘gatekeepers,’ i.e. employers and 
personnel recruiters in both the private and public sector, use to exclude non-
English speakers from participating fully in the labor market (Collins, 1994).   
Apart from these institutionalized exclusive racisms, Rashan recounted his 
struggles with interpersonal discrimination as a taxi driver. According to him, 
sometimes: 
 You get a call in the taxi to come and pick someone up. Immediately you reach
 there, the person sees you in the car, you’re Black, they just walk out [away] or 
 say we didn’t call taxi and you go. And when you’re going because it’s a
 network, they call back and then they call a different taxi. When it’s a White
 [person] in front of you, a White person [cab driver] will come and pick that
 person and go and you the Black person will drive empty.  If I was White, it’d
 be different. Absolutely nice!  
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Sometimes, too, he is forced into inappropriate conduct on the job which, according 
to him, he is not interested in but has little room to escape it:  
 I had a personal experience where a woman came to sit in the car and was asking
 me to kiss her before she leaves the car. She pushed me right to the wall, and I
 have to just do it just to escape that moment. Then they have to take my number
 that they’d call me or whatever. They want to have sex and other things but I
 wasn’t interested so I just give them a wrong number and then went away. 
Inclusive racism may also explain why racial minorities might report lower job 
satisfaction than their colleagues who describe themselves as White. As already 
explained, this is a type of discrimination in which the ‘gatekeepers’ do not 
completely shut the labor market door to non-English speakers. Instead, they 
employ them but then discriminate against them, either subtly or overtly. A case in 
point is Lee, a Black farm employee who works with people from various racial 
backgrounds. According to Lee, the supervisors would more often than not treat his 
White colleagues more favorably than the workers from other races: 
 On the farm, we harvest crops, that’s broccoli. And then, there’re whites, there’re
 Blacks, there’re Whites, and then there’re Reds—I’m being racist here! There
 are Indians, there’re Asians. And then the people that supervise us are Whites.
 And then the Whites don’t do anything. They push the Blacks to do
 everything they want on the farm. If you talk [complain], they’ll give you
 suspension and let you go home for a couple of months or a couple of weeks...
 But the Whites can say anything they like; insult you, call you all kinds of
 names, monkey and anything. The supervisor would say ‘hey just get over it.’
 But when they call you those names, you want to take action, you want to reply
 [retaliate], then you’re the one that’s causing havoc in the farm because of your
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 race, because I’m Black. So discrimination is there. It’s not only on the Black
 side, the Indians face the same thing, the Asians face the same thing... So I like
 the job satisfaction back home [in Africa]; I don’t like it here at all.  
One participant, Tejan-Kabah, also from Sierra Leone, gave an explicit account of 
his experience as a construction laborer in the hands of his employer. According to 
him, he sustained some injuries whilst working at a construction site but was then 
replaced, as evidenced in his account:  
I felt like a slave when I was at work. I had an accident and I went off. I asked 
permission for a number of days. I was asked to go to the hospital. I went to the 
hospital, picked up a form, x-ray everything, take it to them [employers]. The 
doctor told me to stay in the house for a couple of weeks before I go to work. So 
through that, that’s why I got sacked from the work. Because when I got healed 
totally, I went to the work and they asked me to go back to the doctor and get a 
letter of certification that I’m fit for the work. I went, I didn’t get appointment with 
the doctor on time. I went a week later. When I took it to work, they... looked at it 
and said everything was good. At the end of the day, they called me and said they’re 
sorry they’ve picked another people to work so I have to go. That’s how I lost my 
job. 
Mindy, a woman of Aboriginal descent, also experienced inclusive racism just like 
Rashan, Lee, and Tejan-Kabah, which, she intimates, adversely influenced her 
overall assessment of work in the public service and, ultimately, her attitude toward 
the job she had been doing there. Mindy said she applied for a higher position at 
work but was turned down. Instead, a non-Aboriginal man, who she claimed was 
much less qualified, was offered the position, prompting her to appeal the decision. 
In the end she was given the job but maintains:  
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 That’s the thing; you have to fight for everything. If it was all fair and above
 board when you weighed everything, I’d say bad luck, try again next time. But
 when there’re things that needed to be explored, and because of someone’s social
 injustice, I decided I was not going to ignore that, particularly when I was told I
 lacked communication skills and I know that’s not true. 
 In addition to discrimination, the low levels of job satisfaction may be attributed to 
different orientation or cultural perception of work. For example, in this research, 
several of the interviewees who described themselves as Asians indicated they have 
a tendency to continue working in jobs they do not like. According to Cyril, a 
pharmacist of Malaysian origin, for instance, ‘Asian people… may not love the job 
but [if] they know that is what is paying the bills and looking after the family 
members, they will do it.’ He adds that in:   
 Asian culture, we’re willing to work harder and persist at it as long as we find the
 goal that we’re heading for is what we want, and we’ll put up with it to a large
 extent. We persevere quite a lot. 
Another participant, Dallas, echoed Cyril’s remarks but provided more insight into 
the working expectations of Asians. Dallas is a German-born electrical engineer of 
Chinese-Indonesian origin who grew up in Indonesia and Australia. According to 
him:  
 Being an Asian influences my attitude toward work or the job itself. Culture-wise,
 growing up as an Asian, more specifically Chinese, there’s the tendency to work
 longer hours. That is how we show commitment, I guess. And as well, we tend to
 be a bit more passive at work, as in the Asian communities, the leaders are much
 more dominant than in Australia. So they’ll tell you what to do, and, most likely,
 you’ll keep quiet, do your work, do what’s given to you. So it does affect me
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 personally at work. I’ve been told so many times to speak up, say your thoughts.
 I guess, you’re not brought up that way so it takes a bit of adjustment. 
People from other racial groups, the study found, seem to agree with Cyril and 
Dallas with respect to the type of work orientation described above. Having said 
this, some believe their job satisfaction could be adversely affected if they had work 
orientation similar to their Asian counterparts. Bryanna, a White manager who 
supervises a culturally diverse team, is one such person. She admits her Asian 
employees, past and present, are industrious but questions whether they derive any 
pleasure from being like that:  
 To me, they’re extremely hard workers. They come, and they just sit down and
 they do their job and they work long hours and they go home. I don’t see much fun
 and enjoyment from them but to me that just seems to me the way that they’re
 brought up. You’re there to do a job, and you do the job exceptionally well but
 there doesn’t seem to be much fun in it. But whether they have any less job
 satisfaction than what I do, I wouldn’t know because they might love doing that
 because that’s possibly the way they are. If I was an Asian, I wouldn’t like it. With
 my current attitude, and I was Asian, and I worked all those hours, no, I wouldn’t
 be happy.   
Bryanna’s comment seems to confirm what most of the Asian participants said, 
however it could be considered stereotyping. Whether or not this is the case, this 
kind of orientation, i.e. sticking to a job no matter how much it is disliked, and even 
working long hours in it, could explain why, in this study, respondents who 
identified themselves as Asians reported the lowest satisfaction. Asians, it has been 
suggested, are less inclined to consider work as a source of happiness. To them, 
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work is only ‘a means of earning money to underwrite other aspects of their lives’ 
(Weaver, 2001, p. 191). 
Last but not least, cultural differences in the importance attached to the various 
facets of a job may explain racial differences in job satisfaction. As Rothausen et 
al. (2009) note in their study involving American and Filipino subjects, job 
satisfaction is under-researched in poor nations. The main reason why most 
satisfaction studies have been done in the Western world, particularly in the US, is 
that virtually all the validated instruments have evolved from this part of the world, 
using predominantly White samples. Certain facets, it has been suggested, predict 
satisfaction better in rich than in poor societies, and vice-versa. Rothausen and her 
colleagues, for instance, added two extrinsic facets (flexibility and benefits) to a 
conventional job satisfaction instrument and found that correlations between overall 
satisfaction and the two added facets were stronger in poor than in wealthy societies. 
Yet, such conventional measures continue to be used without modifications in 
studies that recruit populations of both types of societies. It is possible that people 
from poor societies will report higher levels of satisfaction if evaluation instruments 
are also tailored to their cultural values.  
In spite of the disparities observed, race may explain only 2% of the disparity in job 
satisfaction. This proportion may be small compared with the 53% Moch (1980) 
reported when he investigated the job satisfaction of American employees. 
However, as can be seen, it was large enough to arouse significant differences in 
the satisfaction levels of workers from different races in Australia. It should also be 
pointed out that the 2% racial disparity in job satisfaction observed was small, 
compared with 7% observed for ethnicity. The 7% variability is greater than the 2% 
reported by Abu-Bader (2000) when he investigated the job satisfaction of ethnic 
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Arabs and Jews. What the outcomes from the current study suggest in this context 
is that although racial differences do exist, they might not be as pronounced as 
ethnic differences. This means that job satisfaction levels across races may be closer 
than they are across ethnicities. The substantial difference between the highest and 
the lowest score for race (6.22, i.e. 99.78 - 93.56) versus that of ethnicity (29.31, 
i.e. 107.30 - 77.99) does support this argument (see Tables 4.9 and 4.13).  
Due to the small proportional contribution of race to job satisfaction, it may not be 
appropriate to attribute disparities between, for instance, Whites and minorities, to 
race without considering some structural factors. This argument is supported by 
conclusions from Lundquist’s (2008) study. Lundquist analyzed data from the 
Pentagon’s Survey of Active Duty Personnel to ascertain how the often-reported 
dissatisfaction of Blacks in the civilian population differed from the military, which 
she described as a ‘socialist meritocracy’ (Ibid., p. 480) given that it provides a level 
playing field for service personnel of all races and ethnicities. Her results showed 
that, with or without controls, Blacks reported significantly higher levels of job 
satisfaction than Whites; scores reported by Hispanics were also higher than those 
of Whites. Following this empirical observation, Lundquist concluded that the 
often-reported Black dissatisfaction in the American civilian society is largely due 
to structural inequality, specifically discrimination.  
Just as race explains a minimal variability in job satisfaction disparities, there is 
also a minimal, almost non-existent relationship between personality traits and job 
satisfaction across races. However, there appears to be some correlational evidence 
between the traits and job satisfaction across ethnicities given that about 40% (i.e. 
twenty-three of fifty-five) of the coefficients were either moderate or large, in 
particular among participants who indicated they were Scottish, Italians, and Irish, 
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as depicted in data presented in Table 4.30 of the previous chapter. In spite of this 
evidence, only one descriptor, ‘creative’—reflecting openness—appears to 
influence satisfaction significantly across races and ethnicities. In addition, only 
one descriptor, ‘relaxed’—reflecting neuroticism—appears to correlate positively 
with job satisfaction across all races.  
The latter evidence is supported by the work done of Cohrs, Abele, and Dette (2006) 
in which they examined the influence of situational and dispositional factors as well 
as their interaction effects on job satisfaction. The authors found that only 
neuroticism significantly impacts job satisfaction across three different samples, 
indicating that job satisfaction may be higher in people who are more relaxed, or 
less worried, than those who are not. Overall, results from the personality vs. job 
satisfaction dyad demonstrate that, in contrast to what the internal dispositional 
theory posits, there is not substantial evidence in this study to suggest that job 
satisfaction is influenced by personality traits across cultures. 
5.1.2 Ethnicity differences in job satisfaction levels 
In Chapter 1, it was noted that the representation of some ethnic groups in the study 
was poor. This was because, in particular, only 1.1% Scottish, 1.1% Italians, 2.1% 
Filipino, 2.5% Vietnamese, 3.2% Irish, and 5.7% Indians participated. However, 
these are a reasonable reflection of their national representation given that, 
separately, these groups constitute less than 1% of the country’s population (see 
ABS, 2011-12, 2012-13). In Western Australia, apart from the Scottish, who 
constitute 1.2% of the population, the respective groups comprise less than one 
percent of the state’s population (see ABS, 2014b). Thus, their low representation 
is not expected to affect the overall validity of the results and hence the ensuing 
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discussion. I must mention that this is in no way attempting to claim that a 
representative sample was used. Rather, it emphasizes the fact that each group was 
fairly represented in spite of the ‘smallness’ of the study sample vis-à-vis the total 
Western Australian workforce.  
To begin with, results from the ethnicity vs. job satisfaction investigation suggest 
that ethnicity may explain 7% of the differences observed in job satisfaction, which, 
as already mentioned, is higher than the 2% that race may explain. Participants who 
identified their ethnicity as Scottish reported the highest level of job satisfaction, 
followed by those who indicated they were Vietnamese, Australians, Chinese, and 
then Filipinos. Participants who identified themselves as Italians reported the lowest 
satisfaction, followed by their counterparts who reported they were New Zealanders 
and Indians.  
It was expected that by virtue of the economic prosperity of Western nations, as 
well as the likelihood that they are in better jobs, people who identify with ‘Western 
ethnicities’ (mainly from individualistic societies) would dominate the top five 
ethnicities with the highest levels of satisfaction. Instead, participants from 
‘underprivileged ethnicities,’ i.e. Vietnamese, Chinese, and Filipinos who tend to 
have fundamental origins in collectivist societies, dominated. It is possible that 
people who identify with such cultures are satisfied with less, indicating that 
Durkheim’s ‘the more one has, the more one wants’ conception may apply in this 
context (see Dohrenwend, 1959, p. 468).  For the same economic argument 
advanced above, participants who identified with ‘underprivileged ethnicities’ were 
expected to occupy the lower rungs of the satisfaction hierarchy. Surprisingly, this 
was not the case. Affiliates of ‘Western ethnicities,’ specifically Italians and New 
Zealanders, dominated the bottom three.  
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Two reasons, which are related to the concept of relative deprivation and social 
comparison theory (Festinger, 1954; Runciman, 1972; Aleksynska, 2011) that have 
been explained earlier, may explain why members of ‘collectivist ethnicities’ would 
report higher job satisfaction levels. First, they may compare their current 
conditions of employment with what they would be receiving in their societies of 
origin and conclude that they are better off in Australia. They may also compare 
their current employment conditions with what their compatriots are receiving back 
home and see themselves as relatively privileged.  
As part of ethnicity, the job satisfaction levels of people who have single 
(monocultural) and multiple (multicultural) identities were compared. This 
followed Cox, Lobel, and McLeod’s (1991) assertion that, by virtue of the ability 
to use different cultural norms, multicultural people are better at adapting to 
workplace diversity. The ability to adapt to diversity may enhance interpersonal 
relationships which, as documented later in this chapter, are very important in 
determining job satisfaction levels across many cultures. Earlier research that 
compared the satisfaction of monocultural and multicultural Hispanics working for 
a law enforcement agency in the US revealed that the two groups significantly differ 
(Friday et al., 2004). In contrast, the present study found that monocultural people 
may have a slightly higher, albeit non-significant, level of satisfaction than their 
multicultural counterparts. This indicates that, unlike in the US, in Australia 
people’s job satisfaction may not be contingent on identifying with single or 
multiple ethnicities.  
It is possible that through an interest in minority affairs and/or socializing with 
minorities, some White workers in Australia have been able to develop cultural 
norm sets that enable them to work affably with minorities in a diverse workplace 
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setting. The interview data confirms that some Whites are keen to learn more about 
minorities they work with, as exemplified in Bryanna’s response when she was 
asked her opinion about working with people from different cultures:   
 I think it’s pretty fantastic. It is quite intriguing to learn how other people or other
 cultures think, and how they put things together or how they’ve been brought up,
 and learning about their culture as well. It’s fantastic. We have, just in the team,
 we have Indian, Asian, Thai, Indonesian. It’s just an incredible variety and some
 of the fun things we learn from each other and the cuisine—the different meals that
 they bring in at lunch and something like that. I just love learning, and
 thankfully, the team is very open, and really good so I often ask a lot of blunt and
 very open questions; certainly about their religion, and things like that and
 Ramadan. Because I don’t understand any of it, and they’re fantastic, they tell you
 and so I’m learning from them at the same time. And hopefully, I’m rubbing off
 on them a little bit as well.  
Similar remarks were echoed by Zaira:   
 I think it’s excellent! I much prefer to be in a work environment with people
 from different cultures. It’s more interesting, and have different things and stories
 of life experiences to offer. Better food usually as well. We swap good recipes.
 There’s enough Australians around Australia. So bring it on, ethnic diversity.  
Another participant, Mindy, who indicates she belongs to Tjupan Aboriginal 
Australian ethnic group, shares Bryanna’s and Zaira’s view. According to her: 
 I think it’s very important, I think it’s good. I think it’s good to work with them
 [people from different cultures]. It’s just how you assist each other in learning
 differences and accepting differences. Because you can’t get away for what is the
 229 
 
 dominant process and culture but if you’re working in that situation—in a mixed
 cultural situation—it helps other people to understand.  
Similarly, Rashan acknowledges that ‘it’s good to work with people from different 
cultures so you can get to know them.’ However, he issues a caveat: he does not 
want to work:   
 with the people that own the land [e.g. Australians in Australia]… because when
 people come from all kind of places and the person is not Australian, you work
 with them, then you understand each other. They might be difficult to work with
 but they’ll not be that racist.’  
What Rashan is trying to suggest is that he enjoys working with people from 
different cultural backgrounds but not when workers born in Australia are involved 
because he believes that there is less chance of getting discriminated against when 
they are absent in a workplace. 
These accounts demonstrate that, unfortunately, for some minorities, White 
people’s positive overtures do not necessarily reflect reality; in other words, they 
do not translate into noticeably positive gestures. This is because they feel 
discriminated against in various ways, i.e. racially, ethnically, and religiously, with 
negative ramifications on their job satisfaction, as shown in detail later in this 
discussion. In view of this, some minorities might play down the relevance of these 
remarks or dismiss them outright, by arguing that they are only an impression 
management or self-presentation strategy (see Rosenfeld, Giacalone, & Riordan, 
1995 for a review of the self-presentation and impression management literature). 
In other words, they might argue that such comments are just a way of creating 
positive self-impressions or images.    
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Also, as part of ethnicity, the job satisfaction of people with religious affiliation and 
those without was compared. Muslims’ job satisfaction levels were found to be 
significantly lower than that of Christians and the non-religiously affiliated. This 
was not surprising given the rising islamophobia in Australia in recent times as a 
response to the September 11, 2001 (9/11) terrorist attacks in the US and the 
October 1, 2005 bombings in Indonesia. Since the attacks, discourses of exclusion 
by former Australian Prime Minister John Howard and his government, as well as 
the negative stereotypes propagated by the media, has culminated in escalating 
violence and discrimination against Muslims (Poynting & Perry, 2007; Spalek, 
2008b; Aslan, 2009; Halafoff, 2011). It is possible that their job satisfaction has 
been impacted by these negative experiences. However, having mentioned this, it 
would be worth pointing out that a previous study reports that Muslims and non-
Muslims in Australia may have comparable job satisfaction (Fozdar, 2012). The 
participants of that study were exclusively refugees, suggesting that the lack of 
consensus between the current findings and those of Fozdar’s may be due to 
disparities in population characteristics.  
The religious affiliation vs. job satisfaction investigation also revealed that, in 
general, people with no religious affiliation may report slightly higher, albeit non-
significant, satisfaction than those who are religiously affiliated, contradicting the 
findings from previous studies that have linked religiosity with high levels of job 
satisfaction (Sikorska-Simmons, 2005; Kutcher, Bragger, Rodriguez-Srednicki, & 
Masco, 2010). In their investigation of the effect of religious status on stress and 
job attitudes of 317 workers in sixty-one assisted-living facilities, for instance, 
Kutcher and his colleagues found a higher association between religiosity and job 
satisfaction. Religious participants of the present study reported a lower level of 
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satisfaction, possibly because they find their values and beliefs incompatible with 
those of the employing organizations. Besides, they may feel that they lack the 
freedom to express their religious identity for fear of encountering hostility, being 
embarrassed, or being ostracized by their work colleagues. 
5.1.3 Migration status and job satisfaction levels 
Surprisingly, overseas-born participants reported job satisfaction scores that were 
lower than pre-emigration levels. Evidence from critical analyses of cohort 1 and 
cohorts 1 and 2 LSIA data by Ho and Alcorso (2004) and Mahuteau and Junankar 
(2008), respectively, supports this finding. Ho and Alcorso’s analysis demonstrated 
that 23% of migrants ‘loved’ (measured as the best job they ever had) their job prior 
to migration. The figure dropped to 17.5%, three-and-a-half years after arriving in 
Australia. Also, 45% indicated they ‘like’ (measured as a really good job they have 
been doing) their overseas job; three-and-a-half years after arriving in Australia, the 
figure fell to 43%. Mahuteau and Junankar did not report any discrepancy in pre- 
and post-migration satisfaction for cohort 1 migrants. However, they did note a 
decline in post-migration satisfaction levels for cohort 2 migrants.    
Indeed, all but two migrants who were interviewed in the current study mentioned 
that they enjoyed their overseas job more than what they were currently doing. This 
is illustrated in the responses given, respectively, by Leticia, a British clinical nurse 
educator; Rashan, a Sierra-Leonean taxi driver/construction worker; Rashid, a UK-
trained Pakistani electrical engineer; and Mensah, a New Zealand-trained Ghanaian 
barrister now working as a disability support worker, when they were asked to 
compare their overseas and current job satisfaction levels: 
 No, no, no, I was much more satisfied in my last job.  
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 I like the satisfaction back home; I don’t like it here at all. 
 I still miss my country. Even I didn’t have much money in my pocket, but I was
 very relaxed and satisfied back there. If I get a chance, I’ll go back.  
 I had a very, very high job satisfaction [overseas]. 
These revelations are perhaps surprising given that all the migrants, including those 
who came on humanitarian grounds, mentioned that they came to Australia mainly 
for work-related purposes. Specifically, they came to Australia due to: lack of job 
opportunities in the origin country; better work choices or opportunities in 
Australia; better education opportunities; and better standard of living. This 
suggests that, for a variety of reasons, migrants thought they were unhappy with 
whatever job they were doing overseas so they moved to Australia, expecting 
working conditions to be better. However, it appears that for the majority, this did 
not turn out as expected. Rashid, for example, acknowledges that he ‘thought that 
it [Australia] was gonna be a dream world.’ According to Leticia:  
My expectations were really high because, in the UK ... a lot of research will come 
from Australia and we looked at them as a positive environment. So I was actually 
really surprised when I came from England to Australia to find that they are 
actually not pro-improvement and not that far advanced. I actually think we’re 
about ten years behind the UK in medical and nursing issues. I think we’re running 
really behind. There’re a lot of changes happening in the States, UK and Europe, 
in general. We then wait around [in Australia] to see if it works for them, then we 
re-edit it, then we decide what we’re gonna do with it, and then we put it in place, 
and that takes at least ten years…I expected to have to rework hard to gain extra 
knowledge, and, in fact, I came here and ended up teaching. That was a big 
surprise!  
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Mensah’s version was not very different from Rashan’s and Leticia’s:  
 From what people say, I had very high expectations but it’s [now] sort of mixed.
 Well, I thought it was all rosy prior to coming to Australia, from what I heard
 from people. I’m amazed that it’s not all that true… 
Such dissonance in expectations emanate from what I call the greener pastures 
syndrome: the erroneous impression, particularly in underprivileged societies, 
including my own, that virtually all life aspects in the developed world are rosy. 
Although migrant workers’ current job satisfaction levels fall short of what they 
experienced overseas, they are not significantly different from those born in 
Australia. Very little research has been done by way of comparing Australian- and 
overseas-born job satisfaction levels since Hopkins (1983) evaluated the 
satisfaction of Italian migrants in Perth along with their Australian-born  
counterparts and found that they were equally satisfied (85% of males and 90% of 
females) with their job. A recent US investigation produces contrary evidence. 
According to that study, US-born scientists and engineers tend to report 
significantly higher levels of job satisfaction than migrants along various facets 
even though the latter tend to be more productive (Sabharwal, 2011). Those facets 
were salary, benefits, job security, job location, opportunities for advancement, 
intellectual challenge, level of responsibility, degree of independence, and 
contribution to society.  
A further analysis of the demographic data was needed to help explain why 
migrants who took part in the current study reported satisfaction levels that were 
similar to those of nonmigrants. Results from that analysis indicated that 65.3% of 
the migrants have lived in Australia for ten years or more. Also, 41.2% have lived 
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here for twenty years or more, suggesting that 24.1% have been in the country 
between ten and twenty years.  
It is possible that migrants may be able to find jobs that they ‘desire’ when they 
have lived in the country a long time. It is also possible that having lived here for a 
long time, they have adopted Australian values and beliefs and, as a consequence, 
exhibit work-related attitudes that are similar to those born in the country. Further, 
it is likely that migrants develop a ‘thick skin’ that enables them to deflect or stifle 
racial sensibilities as they live longer in the country. They may have the perception 
that discrimination is an integral part of Australian society, and so they have to live 
with it. The response below given by Lucian, a White Canadian immigrant with a 
doctorate in Metallurgical Engineering who has been working in Australia for 
twenty-one years, supports this argument:  
 I’ve been unfairly treated…Sure, but that’s part of the give and take, and
 because, I suppose, I’m from the majority racial group, it’s not something that
 offends me. Discussion of accents…and other things are part of the give-and-take
 in Australia. That doesn’t bother me. 
Cyril, a Malaysian immigrant who arrived in Australia in 1986 at the age of eight, 
shares Lucian’s view.  He concedes that ‘…of course, you gonna get it [i.e. 
discriminated on the job]. We’ve accepted it. Now, there’s acceptance.’ One could 
deduce from these remarks that some migrants have the perception that working in 
Australia is inextricably linked with discrimination; something they are inclined to 
believe they have very limited capability to challenge or change as individuals. 
Thus, they may ignore or trivialize such negative experiences. Under such 
circumstances, it is possible that discrimination will have little, if any, impact on 
job satisfaction levels. 
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5.1.4 Summary 
The purpose of this section was to discuss the data that was collated on the influence 
of race, ethnicity, and migration status on job satisfaction levels. Some reasons were 
suggested to help explain why, in Western Australia, the satisfaction levels may be 
similar to those of members of some minority races, yet significantly higher than 
others. The section discussed why, contrary to perception, members of 
‘underprivileged ethnicities’ tend to report higher job satisfaction levels than their 
‘Western ethnicities’ colleagues. It also explained why, contrary to what previous 
research suggests, the satisfaction levels of the religiously affiliated may be slightly 
lower than those of their counterparts who have no religious affiliation. The section 
further discussed possible reasons why migrants report that they enjoy their 
overseas work more than what they do in Australia. Finally, it speculated why, in 
spite of the challenges they face, migrants’ job satisfaction levels may not be very 
different from those born in Australia. 
5.2 Race, ethnicity, migration status, and the importance of job satisfaction                                         
facets 
In this section, findings relating to the importance of job satisfaction facets in the 
context of race, ethnicity, and migration status are elucidated. 
5.2.1 Race differences in the importance of job satisfaction facets 
The one thing that clearly emerged in connection with the importance of job 
satisfaction facets was that the evaluations of those who identified themselves as 
White were higher than those of minorities. Among minorities, Asians’ scores were 
the lowest. The mean scores for the top five important facets for Whites ranged 
from 5.32 to 5.55; for Asians, it was between 4.81 and 5.09; between 4.90 and 5.20 
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for ‘Mixed’ people; and between 4.92 and 5.20 for Blacks (see Table 4.16). Thus, 
minorities gave a lower score to the facet they considered the most important than 
the score Whites gave to the fifth most important. The scores on the least important 
facets, again, confirm that Whites tend to give higher ratings than minorities. While 
mean scores for the four facets Whites considered the least important ranged from 
4.62 to 5.14, it was between 3.87 and 4.49 for Blacks, 4.25 to 4.55 for ‘Mixed’ 
people, and 4.43 and 4.46 for Asians. This illustrates that Asians, for example, rate 
the most important job satisfaction facet lower (M = 5.09) than what Whites 
consider less important (M = 5.14). 
Thus, Whites seem to commence their job satisfaction ratings from a different 
reference point relative to minorities, i.e. they tend to commence from a higher 
evaluation point. Michalos and Diener (2009) have specifically noted discrepancies 
in the way Asians and Whites rate things. According to these authors, Asians tend 
to select neutral responses whilst Whites select positive ones. If it is valid that 
Whites and minorities differ in evaluation reference points, then this may have 
implications for the racial discrepancies in the satisfaction levels witnessed in the 
current study and in similar work that has been done elsewhere in this field. This, 
however, does not mean that satisfaction levels of these groups cannot be compared. 
Rather, they may have to be acknowledged from the outset and brought to the fore.  
The study also found that the things that may give Blacks satisfaction on the job, 
beginning with the most important, are: the impact of the job on other people, 
interpersonal relationships, communication within the organization, recognition of 
achievement, and feedback from superiors/job security. In other words, Blacks may 
be happy if they: realize that they are contributing to the well-being of other people; 
have a secure job; are recognized for what they do; and find interactions with 
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people—both at the social and professional level—conducive.  As Rashan, a Black 
refugee, confirmed in his interview, a ‘friendly environment makes you fit in and 
then do what you want to do. [You] take all your mind off anything, and then 
concentrate on what you’re doing.’ Kwaku, another Black respondent, also 
described the importance of interpersonal relationships:   
I didn’t know this question was coming. I should have put that one first, say ten 
out of ten. To me, that’s very, very important. To me co-workers, whether it’s your 
boss or whoever it is, you’re working with people. You have to be in good terms 
with them and in good relationship, otherwise there can never be job satisfaction. 
You can’t say you like your job but you don’t get along with your boss or your 
coworkers. To me that doesn’t sound well.    
Job security is a general concern in Australia. According to ABS (2012), 37% of 
Australian jobs are temporary.  Besides, visibly different job applicants tend to 
experience discrimination in the labor market, regardless of whether or not they 
have qualifications and speak English, as this study and others has found (see 
Hebbani & Colic-Peisker, 2012; Fozdar & Hartley, 2013). It has been reported that 
70% of Aboriginals experience discrimination in various settings, mostly at work 
(Paradies & Cunningham, 2009). The two factors described above—discrimination 
and the transitory nature of jobs—possibly combine to exacerbate Black people’s 
concern that should they lose their job, they might have difficulty securing another. 
This could explain why they find job security important.  
In relation to feedback, it has been found that supervisor ratings may be influenced 
by supervisor-employee congruence in race and ethnicity.  In the US, for example, 
most supervisors are White, and they have been found to rate White employees 
higher than Blacks even if their performance is similar (Gavin & Ewen, 1974; 
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Greenhaus, Parasuraman, Wormley, 1990; Baldi & McBrier, 1997; Castilla, 2008). 
As in the US, Whites are the mainstream in Australia (Stratton, 1998; The World 
Factbook, 2013). If the majority of supervisors in the US are White in part because 
Whites are the mainstream, then it is safe to assume that the majority of supervisors 
in Australia are also White. In this respect, one cannot rule out the possibility that 
supervisors in Australia will also give less favorable ratings to Blacks. This could 
make them anxious about receiving feedback from their superiors and/or getting the 
due recognition they deserve. This may explain why Blacks would consider 
recognition of achievement and feedback important in shaping job satisfaction.  
In contrast to the above, the survey results revealed that the following things may 
add little to the satisfaction of Blacks: promotion/opportunity for promotion, 
possibility of using varied skills, ability to begin and complete a job, and the nature 
of work. Given that participants who indicated they were Black report they are 
satisfied when their achievement is recognized, it is perhaps strange that they find 
promotion/opportunity for promotion less relevant. Possibly, they prefer to be 
recognized financially or in ways other than promotion. Also, given that there is a 
tendency for people of color to be unfairly treated in the labor market, they may 
accept any job that is offered, regardless of its undesirability. This could explain 
why the nature of the job might be less relevant to Blacks.  
Concerning the varied use of skills, all the interview participants who identified 
themselves as Black disagreed that it is not an important facet. According to 
Rashan, for instance, ‘it is very, very, very important because when you get 
different skills to do a particular job, it doesn’t matter where you go, you’ll be able 
to build up on what you’re doing.’ As in the survey, all Black interviewees, except 
one, acknowledged that the nature of work is unimportant. Mensah, the only 
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interviewee who disagreed, is a solicitor by profession but is currently working as 
a mental disability support worker. According to him, the work is boring. Perhaps 
he compares his current job with the legal work he used to do, which could explain 
why he finds it monotonous.  
For participants who described themselves as White, work-life balance, 
communication, interpersonal relationships, the nature of work, and the possibility 
of using varied skills were reported as giving them the most job satisfaction. This 
indicates that Whites and Blacks may be antithetic in their value of the nature of 
work and the possibility of using varied skills. The ensuing argument may explain 
the disparity in the value of the possible use of skills. Whites, it is asserted, have 
higher job-related motivation than Blacks (Becton, Feild, Giles, & Jones-Farmer, 
2008). If this is a valid argument, then it is likely that they will be higher than Blacks 
in growth need strength (GNS), i.e. they will have a stronger desire to seek higher-
order needs (see Hackman & Oldham, 1976 for a further reading on GNS). Seeking 
higher-order needs may require enhancement of skills, as well as their utilization 
on the job, which Whites may be more motivated to undertake. Disparities between 
Blacks and Whites in the value of the varied use of skills could, in sum, be 
motivation related.  
Apart from discrimination, arguments underlying the structural theory of migration 
could explain why the nature of work may be more important to Whites than Blacks. 
According to the theory, citizens of wealthy nations, who are mostly Whites, are 
selective in their choice of work, and are interested in jobs that have high 
desirability. These are jobs characterized, for example, by less monotony, less 
physicality, and high autonomy (Piore, 1979; Bonilla-Silva, 2000; Wallerstein, 
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2011). Thus, it is perhaps not surprising that Whites reported that the nature of the 
work they do is important but Blacks reported it is not.  
In relation to work-life balance, literature suggests that the concept has been at the 
forefront of contemporary debates in the Western world because of the perception 
that work activities unduly influence life activities in this part of the world (Guest, 
2002). As the Western world is a creation of Whites (Bonilla-Silva, 2000), one 
might argue that work-life balance is a core value for Whites in this part of the 
world more so than for people with origins in other areas of the world.  If this is the 
case, it is not surprising that respondents who identified themselves as White 
indicated that their job satisfaction depends on work-life balance.   
Turning to the interview data on this issue, a content analysis established that seven 
out of ten participants who were dissatisfied with their work-life balance—i.e. the 
extent to which work interfered with their life activities—identified themselves as 
White.  Indeed, during the interview, it was noted that people who described 
themselves as White were generally more engaging and/or showed more concern 
toward the discussions that centered on work-life balance.  It is possible that the 
consequences of work upsetting the work-life equilibrium impact Whites more than 
members of the minority races. Consider Brandi’s poignant description of her work-
life balance: 
 Well…someone says you can’t have everything so if I could earn less money but
 have good work-life balance, then I would certainly choose that, and that’s what I
 have now. In previous jobs, I had the tendency to work myself to a point where I
 am very, very, very stressed. In three of my previous jobs, my last job, I was
 almost  at a point of having to quit because I was so exhausted. I was working,
 probably, 70 hours a week. I never took a weekend off, and I actually started to
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 emotionally break down. So I’d cry for no reason and I was so tired I had two car
 accidents, thankfully very minor ones. The law industry here in Western
 Australia did a survey in 2009 and there’s the highest rate of depression, 
 anxiety, and suicide among lawyers in Perth. Very, very high rate because of the
 culture of overwork, and stress and pressure... I was working myself to the bone
 to the point that I wasn’t sleeping. I put on a lot of weight because I was drinking
 a lot to relax in the evenings. These are those sorts of things. It happened to me
 another time in the UK as well in another job. I had a car accident, and that’s
 when I quit. I said to my partner, if I continue like this, I will end up dead because
 I’ll have another accident. And this time, I was very lucky, nobody was hurt. My
 car was almost written off, but thankfully, nobody was hurt. The next time, I
 might not be that lucky. 
Another White participant, Lilah, offered a philosophical perspective about work-
life balance:  
 Well, I don’t think that work is the most important thing in your life. I think that
 your family life is the most important. For me, you can only live once. I think
 your family, social, and work life all have to be in balance otherwise one part is
 going to malfunction. So, I think having a good family life is extremely
 important. Because then if you’re happy in all those areas, you’re generally
 happy in your work... Make sure you choose a career that you’re interested in.
 Don’t choose something for the money because it’s a high paid job …Make sure
 that what you choose is something you think you’ll enjoy doing because if you
 enjoy your work, that’s half the battle. Life’s not just about making money. And
 in this country and particularly in Western Australia now, there’s so many people
 working for the money and not for the love of the work. And they’re not always
 happy with their work. People who love their work are happy eight hours of the
 day, and you’re at work eight hours of the day, forty hours of the week, which is
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 a third of your life time… If it’s something you don’t like doing, it means most of 
 your waking hours you’re doing something you don’t like and that’s stupid. To
 me it’s brainless! 
Apart from this, respondents who indicated they were White revealed that 
promotion/opportunity for promotion, recognition of achievement, responsibility, 
and the social impact of the job contribute less to their job satisfaction.  Earlier, it 
was noted that Blacks seem to consider recognition of achievement and the social 
impact of jobs important, suggesting again that Western Australian workers who 
identify themselves as Black and White may be antithetic in their work values. In 
support of the differences reported between Blacks and Whites with regard to the 
social impact of the job, work done by Latting (1990) is cited. Evidence from that 
investigation suggests that Whites are less likely than Blacks to prioritize the social 
impact of work. In his concluding remarks, Latting emphasized that ‘the norms of 
altruism and social responsibility were consistently more salient’ for Blacks than 
they were for Whites (p. 130).  
As with Blacks and Whites, participants who self-identified as Asians reported they 
value communication and interpersonal relationships the most in terms of job 
satisfaction. In addition, they indicated they find pay and the responsibilities 
entailed in the job important.  Like Whites, but unlike Blacks, Asians consider 
work-life balance important. Work-life balance may be important to Asians 
because, as reported in other studies, they have the tendency to work hard, and for 
long hours, regardless of the challenges they encounter. In one of those studies, it 
was found that Asian scientists, notably Japanese, Chinese, and Indians, do 40% 
more work outside of the regular hours—i.e. by working late at night and on 
weekends—compared with 16% for scientists from Europe and Africa (Kember, 
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2000; Nasser, 2012; Campos-Arceiz, Koh, & Primack, 2013). In the current study, 
some interview participants reaffirmed the notion that Asians can be hardworking. 
If this is the case, then it is likely that they may experience greater work-life 
conflict. To overcome this, they may seek enjoyment from non-occupational 
experiences—a phenomenon referred to as heteromophism or compensation, or 
they may completely separate their occupational activities from non-occupational 
ones—a phenomenon described as compartmentalization/segmentation (see 
Staines, 1980). 
Consistent with the claim that they are hardworking, those who self-identified as 
Asians in the present study disclosed that responsibility is important. If people want 
to work harder and longer and take on more responsibilities, regardless of the 
challenges, then they would expect to receive adequate remuneration in return. It 
is, therefore, not surprising that people who said they were Asians found pay 
important. Indeed, they are the only racial group whose members indicated they 
consider pay important.  
In terms of facets that contribute little to job satisfaction, Asians and Whites tend 
to agree that the social impact of the job may not be as important. In general, 
minorities tend to consider the nature of work, starting and completing a job, and 
promotion less important. Cyril, a pharmacist who describes himself as Asian, 
admits that the job he does is monotonous, yet ‘I’ve accepted that that’s my kind of 
work so it’s [i.e. the nature of the work] not important.’ Rashid, an Asian electrical 
engineer, says ‘I don’t worry about the nature of work.’ However, Dallas, another 
electrical engineer who reports Asian racial identity, rejects the notion that the type 
of work is not important. To him, the ‘number one [most important thing] will be 
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the nature of the job: what I do, what will do, I guess, for myself, and where it takes 
me career-wise in the next ten years.’  
People who identify as ‘Mixed’ are likely to consider the social impact of the job, 
work-life balance, interpersonal relationships, job security, and feedback important. 
This suggests that, in terms of this study, workers from all races, except those who 
said they were Black, tend to place a high value on work-life balance. Also, workers 
from all races seem to consider interpersonal relationships important. Further, with 
the exception of those with mixed-race background, they all seem to prioritize 
communication within the organization. However, job security tends to be more 
important for minorities than the mainstream.  The fact that of the fourteen facets, 
interpersonal relationships, work-life balance, and communication are the only ones 
that members of the races consider important suggests that there is less 
commonality in terms of which facets produce job satisfaction. Thus, one has to 
exercise caution when applying the principles of the motivation-hygiene theory and 
the job characteristics model (JCM) across races.  
In the motivation-hygiene theory, Herzberg et al. (1993) argued that intrinsic facets, 
mainly recognition, achievement, responsibility, the nature of the work, and 
advancement/promotion are salient facets that directly contribute to job satisfaction 
in all cultures. Surprisingly, in this study, none of the members of the various races 
found the promotion-related facets important. The interview data also confirms this: 
twenty-two of the twenty-five participants found it less relevant; only three thought 
it is slightly important. Given that, as findings from this and other studies illustrate,  
many people from Asian background may be hardworking and find pay important, 
one would expect that they would want to take advantage of promotions or 
 245 
 
promotion-related opportunities to increase their pay, but this was not the case.  The 
following interview extracts confirm people’s perception about promotions: 
 I don’t give a toss because I’m not in the job for that: I’m over it! (Viviana— 
 White) 
 I guess if the other aspects of my job are satisfied, I don’t care about the external;
 what people think. (Brandi—White) 
 Whether I’m a senior or lead engineer, it doesn’t matter. (Rashid—Asian) 
 I think there’re opportunities for promotion but…I prefer being on the field rather
 than sit back in the office and give instructions. So as at now, honestly, I really
 enjoy being on the field, being in contact with the clients we are looking after. I
 prefer that than being in the office and sending instructions. (Kwaku—Black) 
In support of the current research, some studies have found that, in contrast to 
Herzberg et al.’s (1993) claim, intrinsic facets may not always be as important. In 
one of the studies, Ali (2009) investigated the satisfaction of post-secondary faculty 
across races in the US and found that overall job satisfaction was not always 
affected by recognition, responsibility, and achievement. Herzberg’s team also 
reported that extrinsic facets, such as salary, interpersonal relationships, job 
security, and supervision only mitigate dissatisfaction but do not directly produce 
satisfaction. The present study has, however, found that interpersonal relationships 
and communication, which are both extrinsic, are relatively important virtually 
across races.   
Two key themes seem to emerge from the above discussion. First, the importance 
given to intrinsic and extrinsic factors may depend on one’s racial background. 
Second, extrinsic factors could be just as important as intrinsic factors in producing 
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satisfaction and mitigating dissatisfaction on the job. It should be mentioned that 
Ali (2009) also confirmed that extrinsic factors do impact overall satisfaction as 
much as intrinsic factors.    
The second theory, the JCM, posits that jobs that are rich in skill variety (the ability 
to use varied skills), task significance (the social impact of a job), task identity 
(starting and completing a job), feedback from superiors, and autonomy are 
important in all cultures (Hackman & Oldham, 1976). The current study has, 
however, found that just a portion of these factors are important. Specifically, only 
feedback and task significance seem to be important for Blacks and ‘Mixed’ people. 
5.2.2 Ethnicity differences in the importance of job satisfaction facets 
The mean scores for respondents who identified their ethnicity as Australian, 
English, New Zealander, Irish, Scottish, and Vietnamese in relation to the 
importance of job satisfaction facets were found to be higher than those who 
identified themselves as Filipinos, Indians, South Africans, Chinese, and Italians. 
This suggests that people who identify with ‘Western ethnicities’ generally have a 
tendency to rate their job satisfaction higher than those who identify with 
‘underprivileged ethnicities.’ Interestingly, it also suggests that Vietnamese tend to 
exhibit satisfaction score characteristics that may be similar to those of members of 
‘Western ethnicities’ whilst Italians’ score characteristics tend to approach those of 
their ‘underprivileged ethnicities’ counterparts. It is not exactly clear why this is so.        
Members of all the ethnic groups that were considered in this study, except Chinese, 
Scottish, and New Zealanders, thought work-life balance was important to job 
satisfaction. In addition, other than those who indicated they were Scottish, Irish, 
and Indians, members of all other groups thought communication was important. 
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Furthermore, the majority found interpersonal relationships important, except those 
who mentioned they were Vietnamese, Scottish, Irish, and Indians. This means that, 
overall, the majority of ethnic groups considered communication, work-life 
balance, and interpersonal relationships important to satisfaction, replicating the 
findings that were obtained for the racial groups.  
Members of all ethnic groups, except those who are Scottish, appear to derive 
satisfaction from extrinsic conditions. Unlike the other ethnic groups, the top five 
important facets for people who identify as Scottish are composed entirely of facets 
that, according to Herzberg et al. (1993) and Hackman and Oldham (1976), 
contribute directly to job satisfaction. These facets were promotion, responsibility, 
ability to use varied skills, autonomy, and beginning and completing a job. The 
finding that most ethnic groups that were investigated in this study consider 
extrinsic facets necessary in ensuring that they are satisfied with their job 
contradicts Herzberg et al.’s claim that such facets are unable to produce 
satisfaction.  
Apart from this, members of all the ethnic groups, except those who indicated they 
were Scottish and Indians, agreed that promotion is less relevant. This, together 
with the findings discussed in the above paragraph, demonstrates that, Scottish, and 
to an extent Indians and Irish, present unique characteristics to the study of job 
satisfaction. In addition to promotion, the ability to begin and complete a job was 
found to be less important to a majority of the groups, i.e. Filipinos, South Africans, 
Indians, Irish, Italians, and Australians.  
In relation to the social impact of the job, only a handful of the ethnic groups, 
namely South Africans, Vietnamese, and English, reported that it is important in 
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shaping their satisfaction; members of the other groups, in particular, Australians, 
Italians, Scottish, Irish, and Filipinos, did not support this view. This is quite 
surprising given the overrepresentation of nurses whose work activities directly 
impact the general health and well-being of many people. It is also quite surprising 
given that all the interview participants profoundly acknowledged that the social 
impact of the job was important. One participant, for example, indicated, ‘I don’t 
think you’d find a nurse that doesn’t think that that’s not important to them. We 
have the opportunity to impact, even in a short window of time.’ Another also said 
‘it is very important: it reflects on your personality.’ Someone even asked that the 
‘Moderately important’ response she gave in the survey be changed to ‘Very 
important.’ 
It is possible that the interview participants gave socially desirable responses. 
Responses of this nature, which produce positive bias effects, pervade satisfaction 
research, according to Michalos and Diener (2009), and social research in general. 
It should be noted that, apart from participants who said they were Filipinos, those 
who find the social impact of the job less important are members of ‘Western 
ethnicities.’ It is possible that people who identify with ‘underprivileged ethnicities’ 
generally find the social impact of the job they do more important than their 
counterparts from ‘Western ethnicities’ who are mostly from individualistic 
societies and therefore tend to focus on the self (see Diener & Diener, 2009 for a 
full review of cross-cultural correlates of satisfaction).  
At this point, it is worth mentioning that many of the facets which members of the 
majority of the ethnic groups found less important are, in the definition of Herzberg 
and his research partners, intrinsic. Apart from people who identify themselves as 
Irish, Italians, and Scottish, at least two of four things that members of the ethnic 
 249 
 
groups rate less relevant are intrinsic. This confirms again that both intrinsic and 
extrinsic job facets have the potential to create or mitigate dissatisfaction. It is worth 
mentioning also that, in relation to the core facets which the JCM maintains enrich 
jobs and provide satisfaction, only autonomy seems to exhibit such a potential 
across the various ethnic groups; the remaining four facets appear to lack the 
potential to achieve these goals. The foregoing argument, in sum, suggests a lack 
of congruence between the current findings and those that underpin the motivation-
hygiene theory and the JCM. 
The facets, promotion, recognition of achievement, responsibility, and the social 
impact of the job, which Whites thought were less important, were also less 
important to Australians. Besides, four of the five facets which Whites considered 
important, i.e. work-life balance, communication, interpersonal relationships, and 
the possibility of using varied skills, were also important for Australians. This 
suggests an overlap between Whites and Australians, indicating that Australian 
values are representative of White values, and vice-versa.   
As expected, members of most of the ethnic groups found job security less 
important. This could be attributed in large part to the fact that nurses, who 
contributed the most to the survey, tend to have job security in Australia and 
internationally. This position was confirmed in the interviews. Gertrude, for 
instance, admits ‘I don’t have any fear about job security. I guess that’s why I said 
I don’t have insecurity. I believe I’m in an industry that’s not threatened by 
closures.’  
It should, however, be mentioned that even though members of most ethnic groups 
thought job security was less important, English, New Zealander, Chinese, Indian, 
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and, to some extent, South African participants found job security important when 
it comes to job satisfaction. This indicates that job security can be an issue even for 
members of migrant groups with relatively high population representation in 
Australia, irrespective of their originating society, i.e. whether they belong to 
underprivileged or Western ethnicities.  
In relation to pay, those who said they were Chinese, Irish, Indians, and Filipinos 
included it in the top five important facets. This implies that people affiliated with 
‘underprivileged ethnicities,’ in particular ‘Asian ethnicities,’ are more likely to 
consider pay important than their ‘Western ethnicities’ counterparts. As noted 
earlier, among the different racial groups only people who identify themselves as 
Asians report that pay is important. Given that most people who described 
themselves as Asians were Chinese (17.4%), Indians (13%), and Filipinos (11.6%), 
it was not surprising that those who reported that pay is important belonged mostly 
to ‘Asian ethnicities.’  
It is not clear why Irish were the only ‘Western ethnicities’ group to declare that 
pay is important. One possible reason is that the Irish economy is not as buoyant as 
it once was. In 2008, it was the first Eurozone country to go into recession, and the 
economy has been struggling since then (Gurdgiev, Lucey, Bhaird, & Roche-Kelly, 
2011). Prior to the economic downturn, the unemployment rate was about 5%; it is 
now hovering between 13.6% and 13.8 % (Central Statistics Office, 2013).  Indeed, 
good times have eluded the Irish in the past five years.  
Thus, it is likely that those with Irish heritage as well as Irish who have migrated to 
Australia, where the economy is currently in a much better shape than that of the 
Eurozone, would like to garner as much money as they possibly can to help their 
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relations back home. This could also explain why respondents who indicated they 
were Indians, Chinese, and Filipinos rated pay important. This position is supported 
by new economics of labor migration theorists who contend that people from 
underperforming economies usually migrate to stronger performing ones to work 
and remit family and household members back home (Stark & Bloom, 1985; de 
Haas, 2010).  
5.2.3 Migration status and the importance of job satisfaction facets 
In general, the mean scores reported by Australian-born workers (nonmigrants) in 
relation to the importance of job facets were higher than those reported by their 
overseas-born counterparts. Given that a majority of Australian-born participants 
described themselves as White (59.7%) and a majority of migrants (69.6%) were 
minorities, this was not surprising because Whites, as earlier explained, tend to give 
higher scores in their evaluations. 
Migrants and nonmigrants differed significantly in the prioritization of all but four 
satisfaction facets: promotion, job security, impact of the job on other people, and 
work-life balance. Given that promotion did not contribute to the satisfaction of any 
of the racial and ethnic groups, except those who said they were Scottish and 
Indians, it was expected that both migrant and nonmigrant workers would find the 
facet equally unimportant. The fact that promotion received the lowest score from 
both migrants (M = 4.51) and nonmigrants (M = 4.64) validates the lack of 
importance the two groups attach to that facet (see Table 4.20). In contrast to 
promotion, work-life balance received the highest score from both groups 
(migrants, M = 5.31; nonmigrants, M = 5.44), indicating that they both value the 
facet profoundly. Job security (migrants, M = 5.08; nonmigrants, M = 5.16) and the 
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social impact of job (migrants, M = 5.00; nonmigrants, M = 5.08) were given fairly 
high scores by the two groups. As earlier pointed out, job security is a major concern 
in Australia due to the transitory nature of many jobs; hence it is not surprising that 
both migrants and nonmigrants expressed similar views on this subject. 
In relation to the nature of work, pay, responsibility, recognition of achievement, 
autonomy, interpersonal relationships, and the possible use of skills, migrants 
reported significantly lower levels of importance. In addition, as the results of the 
differential importance assigned to the prioritization of the nature of work facet by 
members of the various ethnic groups suggest, participants who indicated they were 
Australians reported scores that were significantly higher than those of Chinese, 
Vietnamese, Indians, South Africans and Filipinos. This indicates that Australians 
differed with migrants from ‘underprivileged ethnicities’ in terms of this facet. It is 
not surprising that migrants assigned lower levels of importance to the above-
mentioned facets given that, in Australia, migration is usually associated with 
marginalization and downward occupational mobility (Mahuteau & Junankar, 
2008; James & Otsuka, 2009; Hebbani & Colic-Peisker, 2012). 
For a variety of reasons, including lack of English proficiency, lack of recognition 
of overseas credentials, and lack of Australian work reference, migrants are often 
unable to perfectly transfer or utilize their overseas qualifications in Australia 
(Hawthorne, 2001; Colic-Peisker & Tilbury, 2007; Briskman, 2012). As Ayanda, a 
South African skilled migrant lamented, ‘only a third of my qualifications were 
recognized in Australia, hence I am being employed on that third.’ Because of 
difficulties of this nature, migrants have to lower their expectations in terms of 
securing ‘good’ jobs with those qualifications. Such jobs, as the current study has 
found, are interesting and challenging, allow for the varied use of skills, offer 
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autonomy and decent remuneration, as well as those in which social relations are 
satisfactory, responsibility is high, and achievements are duly recognized. 
According to structural and demand-driven theorists, nonmigrants prefer to keep 
jobs endowed with such characteristics, leaving those lacking in these conditions 
for migrants.    
In the wake of the difficulty in using their overseas credentials, it is not unusual for 
migrants who were once engaged in professional employment overseas to be doing 
‘inferior’ jobs in Australia (Mahuteau & Junankar, 2008; Hebbani & Colic-Peisker, 
2012). Mensah, for example who is Black and a solicitor by profession, now works 
as a mental disability support worker. According to him, he ‘know[s] that when 
people go into jobs, they do so because of a lot of different reasons.’  But for him, 
with this job, the ‘wages are very, very low and you work long hours…and I’ve got 
to be honest, the job satisfaction is very, very low.’ Even participants who have 
secured job positions higher than their previous overseas jobs resent the fact that 
some migrants are forced to do jobs well beneath their overseas credentials. Leticia 
is one such participant. She argues that:    
People should be given respect for their qualifications. Whether they got their 
qualifications from Australia or not, they’re still qualified, they still carry a huge 
amount. They should get that respect for the work that they’ve done previously. I 
mean, I have met cleaners who are qualified doctors who aren’t able to 
register…Australian doctors are not the best doctors in the world. So we shouldn’t 
just be saying ‘oh well, you don’t meet our standards’ because I find the doctors 
are not actually that good. 
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5.2.4 Summary 
In this section, data relating to the importance of job satisfaction facets in the 
context of race, ethnicity, and migration status was discussed. Generally, Whites 
and affiliates of ‘Western ethnicities’ differed from members of racial minorities 
and those of ‘underprivileged ethnicities’ in the reference points from which they 
commence evaluations. Across races and ethnicities, there was a lack of consistent 
pattern in the importance attached to facets. Notwithstanding, some commonalities 
did emerge and these have been discussed. There was also a lack of consistency 
between the current findings and those upon which the motivation-hygiene theory 
and the JCM were postulated. Implications of this have been discussed.  
5.3 Discrimination and job satisfaction 
As I mentioned at the beginning of this chapter, some of the findings were 
interrelated and had to be discussed beyond one dedicated section. For this reason, 
some interviewees’ accounts of discrimination were discussed as part of explaining 
the racioethnic differences in job satisfaction. To avoid redundancy, that 
information is not repeated here.  
To begin with, findings from this study suggest that race is the strongest trigger of 
perceived discrimination, followed by religion, and then ethnicity. The results are 
hardly surprising given that it is easier to spot a person who is Black, White, Asian, 
or wearing a hijab, for example, than one who is White Australian or White South 
African by ethnicity.  This supports the notion that the more visibly different people 
are, the more they are likely to be discriminated against (Fozdar, 2012). Further, 
perceived discrimination was found to be greatest for Asians, followed by Blacks, 
‘Mixed’ people, and then Whites. This finding is consistent with a report from The 
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Gallup Organization (2005) study in which it was discovered that, in the US, 
Asians, Blacks, and Hispanics are, in that order, more discriminated against than 
Whites. Thus, results of the current study confirm that in Australia skin color is a 
salient trigger of discrimination. As Alberto, a White nurse practitioner admitted, 
‘In Australia, the first line of insult is someone’s skin.’  
In general, perceived discrimination was higher for minorities compared with 
Whites, a finding which is at odds with that obtained by Dunn, Forrest, Pe-Pua, 
Hynes, and Maeder-Han (2009) and Dunn and Nelson (2011). In their study, Dunn 
and colleagues observed that minorities who took part in the Challenging Racism 
Project (2001-2008) experienced higher rates of racism than the mainstream but, 
interestingly, were less likely to acknowledge that they had been discriminated 
against. The reason for the discrepancy might lie in the fact that a great majority of 
the present study’s participants are professionals with higher levels of education 
relative to the rest of the population. As such, they may be better at discerning 
racism and/or be more confident in reporting negative treatments they encounter 
without being fearful of the repercussions. 
Although perceived discrimination was expected to be greater for minorities than 
mainstream, the substantial difference between the two groups was beyond 
expectation. Indeed, 5.8% of Whites felt discriminated against compared with 
32.6% of minorities. This means that, in Australia, minorities are about six times 
more likely than Whites to feel they are being discriminated against. In The Gallup 
Organization study reported above, it was also revealed that, in the US, 12% of 
Whites felt discriminated against compared with 25% of minorities. This suggests 
that minorities in Australia may be three times as likely as their counterparts in the 
US to feel discriminated against.  
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In Australia, studies comparing the perceived discrimination of Whites and 
minorities are rare. However, as mentioned in Chapter Two, Booth, Leigh, and 
Varganova (2011) have shown, through applying for the same advertised positions 
using the same résumé content but varying the names to reflect Anglo-Saxon and 
non-Anglo-Saxon identity, that minorities continue to be unfairly treated in the 
labor market. Specifically, the authors reported that minorities would have to 
submit twice the number of applications that Whites do to get an interview. 
Consistent with Booth et al.’s investigation, the present study has found that there 
is a general perception that minorities have a harder time securing a job. In addition, 
is it believed that their work colleagues say things that make them feel 
uncomfortable. Moreover, people think that: minorities are less appreciated; they 
have little chance of getting promotion and; superiors show little interest in their 
feelings. Whites, in general, have reservations about these claims, as evidenced in 
the low scores they provided for these questions (see Table 4.23). To buttress their 
position, they also indicated strongly that, overall, they and their minority 
counterparts are equally treated fairly by superiors.  
As in the survey, the interview offered people the opportunity to share their views 
on diversity issues at the workplace. Nearly one-third of the participants, all of them 
White, indicated they have not ever felt discriminated against. Based on the 
evidence from the survey, this is not surprising. In general, the interview data 
seemed to confirm the discrimination concerns expressed in the survey. Extracts 
from the interviews are henceforth discussed.  
Rashan, a Sierra-Leonean taxi driver and construction laborer, said he has been 
taunted on a number of the construction sites he worked by some of his superiors 
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and several of his work colleagues, with some regularly calling him a ‘monkey.’ 
According to him:   
 There was a time that my boss, the big boss, came to work and was asking me
 ‘Are you from the jungle? What do you guys do in the jungle? What brought you
 here? Why are you here?’ which are certain things that make me very angry… 
He added that, on several occasions, race became a prerequisite for assigning jobs: 
 We were doing walls, we have to mix concrete, push it in the wheel-barrow, and
 then lift it up because it is very high level ground, lift it up, put it down. When it
 comes to the mixing [the easiest task], the Whites should do it. When it comes to
 [the more difficult tasks, i.e.] the moving of the concrete, lifting it down, putting
 it on the ground, Blacks should come and do it. When they see the Whites
 pushing  it, they tell him to stop, assign a different assignment to him and then
 call the Black to come and do that particular work. 
Another respondent, Leticia, is an eloquent nurse of Indian and English heritage. 
She emigrated from Britain about a decade ago. Prior to emigrating, she read a lot 
about innovative medical research from Australia, and was excited to move. 
However, since she arrived in Australia, she claims she has not been impressed with 
certain things at work. She has seen people denied treatment and/or their treatment 
delayed because of their race, as illustrated in the following extracts: 
 I have seen patients whose care has been delayed because other patients had got in
 front of them, and I don’t think, that’s just saying my point of view, I don’t know
 this would happen had they been Caucasian patients. I don’t know whether they
 have higher pain thresholds that can deal with pain better but they seem to get less
 pain relief. Yeah, we get patients in who had operations and they get pains... They
 press the buttons and they get some pain killers. And I have seen patients having
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 similar operations that are Aboriginal that don’t come back with a PCA [patient
 controlled analgesic]. 
In one of the wards, she claimed there were a few nurses who were English and, 
because of this, her colleagues called them ‘Little Britons,’ something she finds 
quite humiliating. To her, ‘there’s a general belief that we [British] are taking away 
their [Australians] jobs and taking away their lives in some way.’ She added that:  
 I just look around me and I hear people talk with such disrespect and hate about
 cultures they know nothing about. It’s all clear that if you’re White Australian, then
 you’re superior to every other culture… It just depresses me, and I get so frustrated.
 Australia is a great country… and they’re ruining it by being unsympathetic,
 showing no empathy. I just think they truly believe that they’d like to lock the doors
 and live in their little world… 
She wrote the following comment in her survey:  
 I have lived and worked in numerous countries and never before have I come across
 a country that is more bigotted and rasicist than this one. I love loads about this
 country and have made friends with loads of people but it is sometimes
 embarrasing for me to listen to their conversations and because of this I will never
 call myself an Australian!!!  
Leticia believes that ‘there’s a general culture of negativity toward people who are 
not White Australian.’ As a result, she thinks that Australians generally ‘don’t 
understand anything apart from Australian culture.’  
Another respondent, Kaoru, who did not take part in an interview, described in her 
survey how she and other minorities became subjects of ridicule and mistreatment 
some time ago because of their accent: 
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 In the past, when I was working in the psychiatric hospital, I was discriminated and
 bullied by other staff because of my accent (english as a second language) and my
 cultural bring out as tend to be not assertive. I also recognised other staff who don't
 speak english as the first language tend to be bullied or disrespected.  
Milton, a White nurse practitioner, has witnessed several racial injustices against 
minorities he works with. However, unlike the above episodes, the perpetrators are 
from the public:   
The doctors I work with, they’re from all over the place. I work with Asian doctors.
 Papua New Guinean doctors came out here two weeks ago. Doctors from Africa
 come out here. So there’s quite a bit of diversity. I think that, particularly the Papua
 New Guinean people and the African people, they find the racism...quite
 confronting. Yeah, it’s quite confronting from the people in town; from the
 Caucasian people in town. The Aboriginal people are fairly cool about whoever
 comes out here. 
In some cases, job-related racial discrimination may not be as blatant, as the 
following episode depicts. An Aboriginal woman, Mindy, claims she has on several 
occasions been a victim of racism, something she normally would ignore. However, 
there was one instance she could not just disregard because, according to her, it was 
a life-changing experience. She was one of two applicants of a merit-based position 
that became vacant in the government department in which she had been working 
for almost three decades. According to her, she was the more qualified of the two 
shortlisted applicants. She suspected racism when the other applicant, who 
happened to be a White male, got the job. She appealed to the minister in charge of 
the department, and the outcome of the investigation revealed that he: 
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 Got the job two weeks prior to the official announcement; that was even before the
 interview. The person spoke to individuals in the street and in a social manner and
 was reassured. Why wouldn’t you be? They wanted statutory declarations outlining
 the conversations. Because [the boss; identity withheld]—that was a high position
 of leadership—was at fault, they didn’t know how to handle it, but I knew I
 had hit some nerve because in the whole department my name was known…So I
 knew it had spread...When the time came, I won my position.  
Many minorities may experience such treatment. However, unlike Mindy, they may 
not be able to muster the courage needed to confront them, especially when they 
are perpetrated by employers of large and powerful organizations, such as 
government institutions. This may be more problematic for women of minority 
races given that they tend to experience what the literature characterizes as ‘double 
jeopardy’ (Almquist, 1975; Lundquist, 2008).    
It should be mentioned, however, that minorities may also be perpetrators of 
discrimination, and in some cases, they tend to discriminate against themselves. For 
instance, Dallas, an Indonesian-Chinese who works in a government agency, 
mentioned that only 30% of his team members are Australian-born; the rest are 
migrants, mainly from Asia and Eastern Europe. In this scenario, the migrant 
workers become the majority-in-context whilst their Australian-born counterparts 
are the minority-in-context (Friday et al., 2004; The term ‘majority-in-context’ has 
been used by Friday et al. (2004) to describe the situation where, in a work 
environment, people who are considered the minority in the general population 
outnumber those considered the mainstream in the general population. Under this 
circumstance, the mainstream is described as ‘the minority-in-context.’) 
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Dallas has observed that, at work, people seem to get along better when they share 
a similar culture. This phenomenon is often described as homophily—the notion 
that ‘a contact between similar people occurs at a higher rate than among dissimilar 
people’ (McPherson, Smith-Lovin, & Cook, 2001, p. 416). This view is also shared 
by similarity/attraction theorists who argue that people who share similar important 
beliefs and attitudes tend to be attracted to one another (Berscheid & Walster, 1969; 
Byrne, 1971). As Dallas claims in the narrative below, this hemophilic behavior 
produces widespread nepotism/favoritism within the team: 
 Promotions are easier depending on the ethnicity of the person; of the one
 promoting and the one being promoted. So I guess someone will promote a person
 with, maybe, the same color, I should say, skin color, instead of looking at the
 trades that they have. It’s there, there’s that fact that it exists…People with the
 same language or the same mother tongue still tend to flock together. And so that
 is why someone with the same ethnicity will know the other person better, and
 hence, the sort of, why the promotion and recognition is happening that way. 
Cyril, like Dallas, is also an Asian but a Malaysian-Chinese migrant who employs 
fifteen people in his pharmacy shop. According to him, people have ‘always been 
quite professional [i.e. in terms of discrimination in the workplace]’ so ‘there’s 
nothing like open racism.’ Indeed, he expects his employees to ‘accept the 
Australian way of life.’ For him, as long as his employees understand that ‘the 
common denominator culture is going to be Caucasian culture, then that’s fine.’ In 
his illustration, he mentioned that, in one job interview, there was ‘a Muslim girl 
who wears a scarf…and I asked her ‘do you need to keep your headscarf on?’ and 
she said ‘yes.’ He employed her but cautioned her that: 
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 We deal mainly with Caucasians so you can’t stop five times a day and start
 praying. That’s not going to be acceptable. As long as we have a common
 denominator—Australian culture—we’re working with, yeah, no problem.   
Cyril’s comments may be seen as prejudicial given that he was in a position of 
authority, and tried to coerce the candidate, albeit subtly, to consider renouncing 
some aspects of her religious beliefs as a condition of employment.  His remarks, 
validated by his conduct, suggest he believes that what he calls ‘professional’ 
discrimination is acceptable in Australian workplaces. In other words, in my 
opinion, he is of the view that some people can be discriminated against, 
particularly by their employers, so long as this is done circumspectively, covertly, 
or ‘professionally.’ It is interesting that such a perspective would emanate not just 
from a migrant but someone of Asian origin—a group whose members are a major 
target of discrimination in Australia, as found in this and other investigations (see 
Booth et al., 2011).     
In addition to discriminating against themselves, some minorities, in particular 
Aboriginals, may also be prejudiced against Whites. Alberto and Milton, for 
example, are two White male nurse practitioners working in remote Aboriginal 
communities, who encounter such experiences. According to them, it is not unusual 
for them to be called a ‘White cunt’ or ‘White fucking cunt’ by their Aboriginal 
patients.  Joanna, also White, has been on the receiving end of Aboriginal racism. 
She did not take part in an interview. However, in a written statement which she 
added at the end of her survey, she remarked without elaborating that  ‘the racism I 
have suffered was from aboringinals, reverse racism is as painful & nasty as what 
whiet peopel are accused of, but sadly not recognised or dealt with.’  
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However discrimination may be described, i.e. whether it is overt, open, or 
‘professional’ and whether a work colleague, a boss, or someone from the public is 
the perpetrator, it is important to establish how it impacts job satisfaction across 
races. Unfortunately, as mentioned in the earlier chapters, literature involving 
Australian participants is lacking in this area, and work done overseas is relatively 
old. The most recent study located in the literature has been done in the US. In that 
study, perceived discrimination reduced the job satisfaction of the sample 
population which consisted of African Americans, Asians, Hispanics, and Whites 
(Madera, King, & Hebl, 2012). The authors, however, did not indicate how the 
participants differed according to race. Consistent with Madera and colleagues’ 
work, the current study also found that perceived discrimination generally reduces 
job satisfaction levels.  
The negative relationship observed in the correlation studies conducted between job 
satisfaction and the three axes of discrimination, namely race, ethnicity, and 
religion, also corroborate the evidence that perceived discrimination generally 
reduces satisfaction. The correlation studies further reveal that, although the 
correlations may be small, ethnic discrimination tends to reduce job satisfaction the 
most (r = - 0.12), followed by religious (r = - 0.108) and then racial (r = - 0.09) 
discrimination. A possible explanation for this is that people may attach greater 
importance to ethnicity and religion (or religious status) and/or have stronger 
attachment to these parameters. If this is so, then they may be more afflicted when 
they feel discriminated on these grounds than on the basis of race. The following 
quoted responses, provided by some survey participants when they were asked to 
self-identify their race, illustrate the minimal recognition and level attachment some 
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people give to racial categorization, which may be indicative of antipathy or 
repugnance as well as resistance to being racially classified:  
 I have White skin with freckles I am neither caucasian nor coloured and to top it
 off I have red hair. Race to me is not important.   
 ARACIAL do not know what is in my D.N.A. COULD BE ANYTHING 
 But I don't like this term at all, I am a New Zealander, full stop! 
Results of the study, in addition, suggest that perceived discrimination may reduce 
the job satisfaction of Whites the most, followed by ‘Mixed’ people, and then 
Blacks, meaning that discrimination may affect the satisfaction of Whites more than 
minorities. The reason for this might be that Whites may not be used to experiencing 
racism in Australia so they have difficulty dealing with issues and/or feelings that 
emanate from such treatment.  
Surprisingly, Asians, in particular Chinese and Filipinos, who feel discriminated 
against seem to report higher levels of job satisfaction than those who do not. Given 
that perceived discrimination may be greatest among Asians, as evidenced in this 
and other research (see Booth et al., 2011), it is likely that they accept 
discrimination as the norm and do not give it any serious consideration such that it 
could impact their satisfaction. In other words, it is likely that they are able to 
develop coping mechanisms that enable them to continue performing their duties 
without such negative treatments hampering their feelings and/or overall attitude 
toward the job. Moreover, given that Asians may not consider a job as a source of 
satisfaction but just a way of earning income to enable socialization outside of work 
(Weaver, 2001), as some participants of this study intimated, they perhaps focus on 
the things that matter most to them (e.g. pay, responsibility, and job security, as 
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identified in this study), which the job is currently providing to facilitate the 
achievement of their ultimate goal, as opposed to other ‘unrelated’ issues, including 
discrimination. In this case, they may be less inclined to feel bothered provided the 
provision of these things is not curtailed or impacted.     
Also, the study found that perceived discrimination may affect the satisfaction 
levels of people who identify with the following ethnic groups the most: Italians, 
Scottish, Australians, New Zealanders, and Vietnamese. This suggests that 
perceived discrimination may have a greater impact on the satisfaction of people 
who identify with ‘Western ethnicities’ than those who identify with 
‘underprivileged ethnicities.’ Given that Vietnamese are among the top five ethnic 
groups whose levels of job satisfaction are greatly impacted by discrimination, this 
confirms the  assertion made earlier in the discussion that they tend to exhibit 
characteristics similar to members of ‘Western ethnicities.’  
In congruence with the results obtained in relation to the influence of perceived 
discrimination on the job satisfaction of those who self-identified as Asians, it was 
observed that discrimination may adversely influence the satisfaction of Chinese, 
Filipinos, and Indians the least (this was also the case for Irish). What this suggests 
is that the satisfaction of people who identify with ‘underprivileged ethnicities,’ 
specifically those who are Asians, may be influenced less adversely than their 
‘Western ethnicities’ compatriots when they feel discriminated against.  
These findings demonstrate that, with the exception of Irish, people from ‘Western 
ethnicities’ societies may not be as capable as those from ‘underprivileged 
ethnicities’ in dealing with unfair treatment.  Given that Irish have historically been 
subjects of racism, colonialism, and sectarianism, they might consider experiences 
 266 
 
of this nature a sense of déjà vu (see Fanning, 2003). They may therefore be less 
perturbed when such treatments are experienced, indicating that they may have a 
mastery of dealing with such issues compared to their Western counterparts who 
belong to societies that do not have such a history.  Under such circumstances, their 
job satisfaction levels will less likely be negated by feelings of discrimination.  
The following interview extracts, which were responses that some participants gave 
when they were asked whether they thought their job satisfaction would be different 
if they were from a different racial or ethnic group, further illustrate that 
discrimination may detrimentally impact satisfaction levels:  
 Yes it would! I think if I was culturally from an Aboriginal community, I think my
 job satisfaction would be much lower because I think that there’s a general culture
 of isolation. (Leticia, Mixed)  
 Yep, I think that if I was a member of a different cultural group, I’d be more
 sensitive to comments, which may not on the surface be derogatory, but the way
 the comments are phrased, can be interpreted as derogatory. I think there’s
 certainly a level of racial profiling, I suppose is the right word to put it, where
 certain ethnic backgrounds are boxed and treated differently as a group of
 professionals. (Lenny, White) 
Ah definitely! You’re always an outsider when you’re in an Aboriginal 
community.  As a non-Aboriginal person you’re never really accepted, even when 
you’re an Aboriginal person from a different area of Australia. The person I took 
over here, she was an Aboriginal from Queensland, she still wasn’t [accepted]. 
They said it’d be good to have Aboriginal person in the clinic but they said, ‘oh no, 
she wasn’t one of us.’ (Milton, White)     
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Yeah, if I was White, it’d be totally different because it manifests in the farm, in 
the construction, and even in the taxi because they don’t do what they do to the 
Whites what they do to we the Blacks. (Rashan, Black)  
Before concluding the section, I must stress that it is not exactly clear how 
discrimination reduces job satisfaction. A plausible explanation, however, is that 
discrimination is a stressor that produces negative outcomes, such as burnout and 
poor mental health, which also have the tendency to detrimentally influence attitude 
toward the job, including satisfaction (Spector, 1997; Clark, Anderson, Clark, & 
Williams, 1999; Dyrbye et al., 2007;  Poyrazli & Lopez, 2007; Williams & 
Mohammed, 2009). It is also possible that discrimination reduces job satisfaction 
through its adverse influence on communication and interpersonal relationships, 
which findings of this study suggest are two of the three crucial influencers of 
satisfaction in many cultures. 
5.3.1 Summary 
In this section, discrimination and its influence on job satisfaction was discussed. 
Race appeared to be the strongest trigger of perceived discrimination, followed by 
religion, and then ethnicity, yet its impact on job satisfaction appeared to be less 
dramatic than the other two axes of discrimination. In general, perceived 
discrimination reduced the job satisfaction levels of members of the various groups 
that the study considered. The possible reasons for these observations have been 
discussed. How discrimination reduces job satisfaction has also been discussed. 
5.4 Race, ethnicity, migration status, and subjective well-being  
The purpose of this section is to discuss results pertaining to racial, ethnic, and 
migration status differences in life satisfaction/subjective well-being (SWB). As in 
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the job satisfaction discussion, for purposes of simplicity, respondents who 
identified themselves as Black may be called Blacks, those who identified 
themselves as White may be called Whites, those who indicated they were Asians 
may be called Asians, and those who said they were of mixed origin may be called 
‘Mixed.’ Similarly, in relation to ethnicity, those who described themselves, for 
example as Filipinos and Italians, may simply be referred to as Filipinos and 
Italians, respectively.        
5.4.1 Race differences in subjective well-being  
Results of the influence of race on life satisfaction levels/subjective well-being 
(SWB) were similar to those obtained in job satisfaction, i.e. those who self-
identified as ‘Mixed’ reported the highest levels of life satisfaction, followed by 
those who indicated they were  White, Black, and then Asian. However, unlike job 
satisfaction, no statistically significant differences in life satisfaction levels were 
observed between the different racial groups. This means that, in Western Australia, 
SWB may be similar across races, which might explain why race was found to 
account for only less than 1% of the variability in life satisfaction levels.  
The lack of discrepancy observed in satisfaction levels was not surprising given that 
when people are asked about how life is in general, they tend to respond 
affirmatively even if there are major adverse issues upsetting their life at the time 
of the assessment (ABS, 2009b). There are two reasons why this may be so. First, 
it is believed that SWB is homeostatic and held within narrow limits (Ibid.), i.e. like 
human body temperature it falls within a narrow range. Second, it is highly 
personalized, i.e. people tend to respond to such questions in an individualized 
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manner, with little regard to events or things external to their personal life, e.g. 
families and friends.  
It should be mentioned that in the study cited earlier, which was reported by Colic-
Peisker (2009; see also Fozdar & Torezani, 2008), it was found that, among 
refugees in Australia, life satisfaction is higher for Whites than Blacks. In South 
Africa, life satisfaction levels are higher for Whites followed by Asians, people 
from mixed races, and then Blacks (Neff, 2007). In the US, Barger et al. (2009) 
report satisfaction levels being higher for Whites than Hispanics, with Blacks 
recording the lowest. However, unlike the current research, significant differences 
were not tested in the above studies. Without testing for statistically significant 
differences, it is difficult to establish whether the discrepancies the authors reported 
are due to the race factor or occurred by chance.  
Also, results from the current study reveal that minorities, in particular Asians and 
Blacks, are less inclined to select the two most favorable response options, i.e. they 
are less likely to ‘Agree very much’ or ‘Agree moderately’ that they are satisfied 
with life.  Further, the results surprisingly reveal that a greater proportion of Whites 
are more likely than minorities to ‘Disagree very much’ that they are satisfied with 
life.  This contradicts the findings of a study done in the US which is considered the 
first major work to apply quantitative statistics in analyzing subjective social 
indicators. In that study, a higher proportion of Black Americans, compared with 
Whites, were ‘Not too happy’ with life (Campbell et al., 1976).   
In saying that, overall, a higher proportion of minorities (92.9%) in this study agreed 
that they are satisfied with life compared with Whites (85.7%), replicating the 
findings of some overseas work (Campbell et al., 1976; Krause, 1998; Barger et al., 
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2009). Three of the four ethnicities whose members indicated they were satisfied 
with life in Australia were of Asian origin, i.e. Vietnamese, Chinese, and Indians. 
This was unexpected given that Asians, as this and other investigations have found, 
perceived discrimination is greatest amongst members of this group. This surprising 
occurrence is described here as the paradox of the contented Asian worker—a 
phenomenon that describes the observation that more Asians are satisfied with life 
in spite of being primary targets of discrimination.  
It needs to be pointed out at this point that, for all races, a majority of the members 
were satisfied. The interview data reaffirms this observation: all but four 
participants were satisfied. Nationally, 92.6% of people are satisfied with their life 
in Australia (Wilkins & Warren, 2012). Thus, the proportion of minorities who 
reported that they are satisfied is comparable to the national average.  The 
proportion of Whites, in contrast, was seven percentage points short of the average, 
even though they were on higher wages. This suggests that money may motivate 
people, but it may not give them satisfaction in life and the lack of it may not lead 
to dissatisfaction (Biswas-Diener & Diener, 2009; Robbins, Stephen, Judge, 
Odentaal, & Roodt, 2009).  
Minority participants reported higher satisfaction possibly because, while they may 
be relatively deprived compared with the rest of the population, they may be 
appreciative of the relatively good life they enjoy in Australia when they compare 
themselves with others elsewhere (Runciman, 1972).  As Mensah mentioned in the 
interview, he has ‘been doing different sorts of odd jobs’ and has been on very low 
income since he moved to Australia over a decade ago yet when he was asked about 
how happy he was with life in general in the country, his response was indubitably 
and emphatically a positive one: ‘Perfect! I consider myself lucky.’ Thuthuka, a 
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South African truck driver assistant who describes himself as Colored, gave a 
similar account of his life satisfaction in the country. According to him, he has been 
struggling to secure a permanent decent paying job because he is not White yet he 
would give his life satisfaction in the country a seven out of ten. This is because he 
believes:  
Everybody goes through different things in their life, and it’s always like I can 
judge my own life over everything that happens not just what I’m going through at 
the moment. I’d say seven because you have good days and you have bad days. 
Everyone’s not gonna get a perfect day, a perfect week, and a perfect month. It’s 
just work, looking for apprenticeship at the same time, looking to further your life, 
that kind of thing.  And I’ve been thinking about all that kind of thing, and it kinda 
gets to you.  
At this stage, I should point out that of the four interview participants mentioned 
above who indicated they were not satisfied with life, two were ‘Mixed,’ one was 
Black, and the other was Asian, and all were born overseas. The Black participant, 
Rashan, for instance, sounded less optimistic about life: ‘Right now, I don’t see 
anything like life in Australia here at the moment; not in this present moment, what 
I’m going through. No permanent job. It’s very difficult...’  Mindy, a Tjupan 
Aboriginal, sounded a bit more optimistic than Rashan, although her feelings were 
mixed; something she attributes in large part to her cultural heritage, as illustrated 
in her response to a question that required her to describe her life satisfaction:  
Do you have a deserted island where I could go there? That I could run away there
 for a moment? In seriousness, that’s a hard one to answer because I have my days.
 The difficulty, you probably won’t be able to understand what I’m saying, is that
 most people can leave their work and go home okay and do all these other things
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 but when you belong to a cultural group, you can’t always escape those things.
 When you go home, there’re a host of other issues that you’re dealing with as well,
 and part of what this is is the different structures of that culture. You understand
 what I’m saying? So that adds pressure on you, if you’re a capable person. You
 can’t just say I’m gonna close the door, block the world out, and I don’t wanna
 know. We live in a different world. How you’re going to portray that is a different
 thing. And I look at that in terms of the difference between individualistic societies
 and collectivist societies.  
What can be deduced from Mindy’s narrative is that, for some people, work is just 
a small part of life, i.e. the broader engagement with others may be just as important, 
if not more important, than the work they do.  
In connection with the job vs. life satisfaction investigation, it was observed that 
the relationship may be stronger for people who describe themselves as White 
compared with their minority counterparts. Among minorities, the relationship may 
be moderately strong for Asians, moderate for Blacks, and small for ‘Mixed’ 
people. This suggests that, for Whites and Asians, job-related conditions may 
greatly influence their SWB. Thus, among Whites, for example, whose job 
satisfaction may depend on the nature of work, work-life balance, interpersonal 
relationships, communication, and the ability to use varied skills, the degree of 
provision of those conditions is critical to their SWB. Likewise, for Asians, their 
life satisfaction would depend in large part on the availability of favorable work-
life balance, communication, pay, responsibility, and interpersonal relationships on 
the job. However, the same cannot be said of ‘Mixed’ people whose job and life 
satisfaction seem barely related.  
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5.4.2 Ethnicity differences in subjective well-being 
As in job satisfaction, ethnicity may explain a much higher variability (7.4%) in life 
satisfaction levels or subjective well-being (SWB) than race (less than 1%). 
Participants who self-identified as Vietnamese, Chinese, Scottish, Australians, and 
New Zealanders appear to have the highest levels of life satisfaction. In contrast, 
people who indicated they were Filipinos, Irish, and South Africans seem to have 
the lowest satisfaction. Unlike race, there were statistically significant differences 
in life satisfaction levels between the various ethnic groups.  
That said, members of most ethnic groups agreed moderately that they are satisfied 
with life. Those who described themselves as Vietnamese were the most likely to 
agree that they are satisfied followed by Chinese, South Africans, and then Indians; 
Filipinos were least likely to respond this way. This suggests that people from 
‘underprivileged ethnicities’ are more likely to agree that they are satisfied with 
life, compared with those from ‘Western ethnicities.’ The reason might be that 
members of ‘underprivileged ethnicities’ may be satisfied with less.  As the concept 
of relative satisfaction/gratification posits, people feel relatively gratified when they 
perceive that they have something that others are lacking (Yitzhaki, 1979; Hey & 
Lambert, 1980; Aleksynska, 2011). Thus, people who identify with underprivileged 
societies may have the perception that, in spite of the challenges they face as 
minorities, life is relatively better in Australia than in their countries of origin. 
Rashid, a Pakistani electrical engineer, points out that life in Australia as a migrant, 
especially from the underprivileged world, can be:  
Very hard. Tough! ... You run like a machine. If something goes wrong with any
 of your parts, no one is gonna come and help with your work or anything... There’s
 no one around so you don’t feel like, okay you have someone to help you. It’s a
 274 
 
 very tough routine, I think, even though, overall, it looks very nice from a distance.
 Oh wow, Rashid is enjoying a lot, he’s in Australia… 
Despite the difficulties, Rashid maintains he would much rather be in Australia:  
 I’ve never been to any cities in Australia but this [Perth] is my first. I’ve been to
 other places but just for a short break. The difference [between Australia and other
 countries] I’ve found is they [work superiors] really prefer your family life. Family
 comes first. After 5[pm] they say okay go home, give time to your family, which
 is great. I think it’s a great blessing. Most other countries, it’s very hard. Normally,
 I talk to my friends who are in different areas—Europe, US, Middle-east. You
 work, then you need to be there 24/7, but here, it’s different. I’m very relaxed
 and happy. 
Among ethnic groups, the job and life satisfaction relationship may be strong for 
people who describe themselves as Scottish, New Zealanders, Chinese, Italians, 
Vietnamese, and Filipinos; it may be moderately strong for those who see 
themselves as Australians, Indians, Irish, and English but moderate for South 
Africans. Vietnamese, Chinese, Scottish, and Australians are among the top five 
ethnicities with the highest job satisfaction levels; they are also among the top five 
ethnicities with the highest levels of life satisfaction. This could explain why, for 
these groups, the relationship between the two constructs may be strong.   
For participants who said they were New Zealanders and Filipinos, though, the 
situation may be different. In both groups, the correlation between the two 
constructs is positive and strong. However, those who indicated they were New 
Zealanders have low levels of job satisfaction but high life satisfaction. In contrast, 
their Filipino counterparts have high job satisfaction but low life satisfaction. By 
virtue of their relative positions on the job and life satisfaction hierarchy, it appears 
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the two phenomena are inversely related even though the correlation analysis 
suggests otherwise. This incongruity is described here as ‘the job and life 
satisfaction paradox of the New Zealander and the Filipino worker.’ It is not very 
clear why this is so. However, one possible explanation is that there may be other 
important unexplored mediating factors that influence the relationship between the 
two constructs.   
In general, there is a closer association between job and life satisfaction across 
ethnicities than races. Indeed, no weak relationship between the two constructs 
emerged across ethnicities. This implies that job satisfaction may be a better 
predictor of life satisfaction across ethnicities than across races. This has been 
confirmed in prior investigations. In his work on SWB, Neff (2007) combined the 
four South African races—Black Africans, Indians, Coloreds, and Whites—with 
the country’s eleven official languages into fifteen composite ethnic categories and 
found that differences in SWB were more pronounced across ethnicities than races. 
He concluded that ethnicity tends to be a more valid unit of analysis than race.  
5.4.3 Migration status and subjective well-being 
People born in Australia registered slightly higher levels of life satisfaction than 
those born overseas. However, the difference was not significant. One longitudinal 
study notes discrepancies in SWB if migrants’ place of birth is taken into account. 
Specifically, migrants born in English-speaking countries report a slightly higher 
though non-significant life satisfaction than people born in Australia (Wilkins & 
Warren, 2012). In contrast, satisfaction levels of the latter group are significantly 
higher relative to those from non-English-speaking countries.  
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It is possible that migrants’ SWB approaches that of people born in Australia the 
longer they live in the country. The fact that, in the present study, a majority of the 
migrants (65.3%) have lived in Australia for ten years or more, with 41.2% residing 
in the country for twenty years or more, could explain the lack of disparity in the 
levels of life satisfaction between them and their Australian-born counterparts.   
Wilkins and Warren (2012) also analyzed the satisfaction of migrants based on their 
period of residence and found that they tend to report a slightly higher level of life 
satisfaction than those born in Australia during their early periods of residence, 
usually less than five years. Their satisfaction levels, however, significantly 
plummet in comparison with those born in Australia once they have lived in the 
country for five to nineteen years but then, beyond this period, they become equally 
as satisfied as the Australian-born.  The high satisfaction in the initial stages of 
migrant settlement, described here as the ‘honeymoon period,’ could be due to 
optimism resulting from contrasting favorable conditions of life in Australia with 
adverse conditions back home.  However, as the years go by, their life satisfaction 
levels start to decline because memories about their home country may begin to 
fade, and they may begin to adjust to life in Australia. The decline could also be 
that they start remembering the good things about home whilst focusing on those 
that they deplore in Australia. Moreover, it could be that opportunities they 
expected to open up did not materialize. After twenty years, they are completely 
adapted, and their life satisfaction levels equilibrate with those of the Australian-
born.  
Unlike Australian-born participants, migrants did not report that they ‘Disagree 
very much’ with being satisfied with life in Australia. Although a greater percentage 
of people born in Australia, compared with those born overseas, indicated they 
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‘Agree very much’ that they are satisfied, fewer agreed that they are satisfied. The 
satisfaction, according to a thematic analysis of the interview data, was expressed 
by the participants in nine main areas of life: relationship with partner; family; 
freedom to pursue one’s lifestyle beyond family commitments; personal 
development or improvement in life goals; personal and family health; work; 
material assets; sustainable use of the country’s natural and environmental 
resources; and the sparseness of its population. 
Given that migrants experience discrimination in Australia, the finding that a higher 
proportion report being satisfied seems counterintuitive. As noted earlier, 
discrimination adversely impacts physical and mental health. Thus, one would 
expect migrants to be dissatisfied relative to their Australian-born counterparts, but 
they are not. It is likely that migrants develop coping strategies that enable them to 
counter racist experiences, possibly by denying the perceived pervasiveness of such 
treatment (Branscombe, Schmitt, & Harvey, 1999; Jetten, Branscombe, Schmitt, & 
Spears, 2001; Dunn & Nelson, 2011). Their ability to overcome such negative 
treatment helps promote a sense of eudaimonic (or psychological) well-being, 
which enables them to lead an optimal life in the face of humanistic and existential 
adversity (Ryff, Keyes, & Hughes, 2003; Fozdar & Torezani, 2008; Lee & Carey, 
2013). Such adversities emerge when people are seeking personal growth, purpose 
in life, self-acceptance and autonomy, and positive social relationships.   
Geraint, a South African-born immigrant of mixed-race descent who considers 
himself Australian, and Dallas are two such people who have experienced adversity 
in Australia but insist that, overall, life is good. According to Geraint, in the early 
years of his migration to Australia, he ‘had a rough life… I was called Nigger, Black 
cunt, Black bong…You know? I copped it.’ Having lived here for more than thirty 
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years, he maintains, ‘I don’t sound like South African. I speak Australian. I know 
everything Australian.’ He no longer pays any attention to such racial slurs: 
‘Now…you can call me a Nigger but that’s all fine.’ He maintains that ‘the way life 
is now, I mean, I’m satisfied with life right now.’  Dallas also maintains he is 
generally satisfied with life despite sometimes being ‘simply ignored, looked at or 
treated differently because of my ethnicity.’ He and another migrant friend with 
whom he was once discussing issues about life in Australia came to the conclusion 
that ‘every culture has got good points’ and that:  
Although we can always find things to complain about [life in Australia], in
 general I think we’re happy. It’s a good life, good work, good work atmosphere.
 Maybe it’s not the best out of the best but it’s good. So in general, we’re living
 comfortably and happily although we do struggle, at times, to reach our goals, to
 improve! 
Also, the higher than expected proportion of migrants who reported satisfaction 
with life may be explained by the fact that, generally, they have a relative basis for 
contrasting their life satisfaction levels, i.e. Australia vs. the home country. Many 
may compare the adverse conditions at home with the better conditions they 
currently enjoy in Australia and report that they are satisfied. Such a basis of 
comparison, by contrast, is unavailable to their counterparts born in Australia.  
5.4.4 Summary 
The object of this section was to discuss issues relating to the influence of race, 
ethnicity, and migration status on the life satisfaction of Australian workers. The 
results were discussed in the context of other studies. In doing so, the strengths and 
weaknesses of this research were highlighted. Among other findings, it emerged 
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that, relative to the national average, more minorities, compared with Whites, were 
satisfied with their life in Australia. Further, more people affiliated with 
‘underprivileged ethnicities’ appeared to be satisfied than those who identified with 
‘Western ethnicities.’ Reasons for the aforementioned observations, as well as the 
observation that migrants and people born in Australia have similar life satisfaction 
levels, have been discussed. The section also discussed why more migrants, 
compared with their Australian-born counterparts, may be satisfied with life in 
Australia in spite of the challenges they face. 
5.5 Summary 
In this chapter, data on job and life satisfaction was discussed in the context of race, 
ethnicity, and migration status. Specifically, the influence of race, ethnicity, and 
migration status on job satisfaction levels as well as on the selection of important 
satisfaction facets was discussed. The impact of discrimination on job satisfaction 
was also discussed, and so was the influence of the three independent variables, i.e. 
race, ethnicity, and migration status, on life satisfaction levels.  
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CHAPTER 6—Summary, conclusions, and recommendations 
 
The current chapter presents the summary and conclusions of the study. It also 
provides recommendations in terms of policy-making and suggests directions for 
future research. 
6.1 Overall summary of the study and findings 
The study was conducted to investigate the job satisfaction of workers in Western 
Australia, and also to explore some ethnic diversity issues that may affect job 
satisfaction. Life satisfaction levels (subjective well-being (SWB)) were also 
investigated due to its strong association with job satisfaction but as a peripheral 
theme. To help provide this information, nine research questions were addressed 
using a combination of questionnaires and interviews that involved 413 
participants, consisting of twenty-five interviewees and 388 questionnaire 
respondents. The study focused on:  
1. Race, ethnicity, and job satisfaction levels 
2. Migration status and job satisfaction levels  
3. Race, ethnicity, and the importance of job satisfaction facets 
4. Migration status and the importance of job satisfaction facets  
5. Perceived discrimination in job search, on the job, and on the ‘street.’  
6. The relationship between perceived discrimination on job satisfaction levels  
7. The relationship between personality traits and job satisfaction 
8. Race, ethnicity, and life satisfaction levels  
9. Migration status and life satisfaction levels. 
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Results of the study revealed racioethnic differences in job satisfaction levels within 
the Western Australian workforce. Although race explained a miniscule two percent 
of the disparity in job satisfaction levels compared with seven percent of ethnicity, 
the effect was strong enough to produce significant differences in satisfaction 
levels. Specifically, participants from minority races, with the exception of those 
who identified themselves as mixed-race, reported significantly lower levels of job 
satisfaction than their counterparts who said they were White. In terms of ethnicity, 
participants who self-identified as Scottish, Vietnamese, Australians, Chinese, and 
Filipinos reported the highest levels of satisfaction. Surprisingly, members of 
‘underprivileged ethnicities’ reported higher levels of job satisfaction than their 
‘Western ethnicities’ counterparts, possibly because they are relatively deprived 
and may be satisfied with less.  
Surprisingly, monocultural participants who identified with single ethnicities 
reported higher levels of satisfaction than their multicultural counterparts who 
identified with multiple ethnicities. This finding contradicts Friday et al.’s (2004) 
conclusions that the latter may have higher satisfaction. Also, the religiously non-
affiliated reported higher, albeit non-significant, levels of job satisfaction than the 
religiously affiliated, disconfirming the popular claim that religiosity is closely 
associated with higher satisfaction levels (see Kutcher et al., 2010).  
The job satisfaction levels of Muslims were found to be significantly lower than 
that of people from other religious affiliations, as well as those who were not 
religiously affiliated. Negative stereotyping of Muslims by members of the public 
and sections of the media as well as by high-profile politicians were suggested as 
possible reasons for this observation. It should, however, be mentioned that a 
previous study produced findings that diverged from what this research found. In 
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that study, Fozdar (2012) reported that, within the Australian refugee population, 
job satisfaction levels for Muslims and non-Muslims appear similar. The discord 
between the two findings, it was suggested, could have arisen from discrepancies 
in the characteristics of the study populations. 
An interesting yet counterintuitive finding was migrants’ revelation that they do not 
enjoy their job in Australia when compared with what they used to do overseas, in 
spite of the fact that they migrated mostly for work-related reasons. This finding is 
confirmed by evidence from two previous investigations authored by Ho and 
Alcorso (2004) and Mahuteau and Junankar (2008). In spite of migrants’ current 
job satisfaction being lower than pre-emigration levels, their satisfaction levels 
were found to be equivalent to those born in Australia. The long period of residence 
by a majority of the migrant participants, and the ability to develop coping 
mechanisms against racism once they have lived in the country for a longer period 
of time, were suggested as possible explanations for this observation.      
Although migrants and their counterparts born in Australia reported similar overall 
job satisfaction levels, they differed significantly in the prioritization of a majority 
of the satisfaction facets that the study considered. Most importantly, they differed 
in the importance they gave to the nature of the work, pay, responsibility, 
recognition of achievement, and the possibility of using varied skills. Such key 
conditions, when present in desirable levels in jobs, may be characterized as good 
quality. These are jobs which, according to structuralists and demand-driven 
immigration theorists, nonmigrants would like to keep, leaving those lacking such 
conditions for migrants. Therefore, it was not surprising that they prioritized these 
facets higher than migrants.  
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Similarly, the research found that workers from different races and ethnicities may 
vary in their prioritization of job satisfaction facets. Specifically, the facets 
important for those who indicated they were White were different from those 
important for members of minority races. For example, in contrast to Whites, 
minorities reported that the nature of the work and the ability to use varied skills to 
do the job are relatively unimportant. In addition to these two facets, minorities 
indicated promotion is less important.   
Whilst, in general, there was less commonality in the prioritization of satisfaction 
facets, most race and ethnic group members agreed that three things are relatively 
salient in terms of job satisfaction. These were interpersonal relationships, 
communication, and work-life balance. The level of importance of interpersonal 
relationships may explain why it is measured by most validated job satisfaction 
instruments, including the Minnesota Satisfaction Questionnaire (Weiss, Dawis, 
England, & Lofquist, 1967), Job Descriptive Index (Smith et al., 1969), and the Job 
Satisfaction Survey (JSS; Spector, 1985). However, apart from the JSS, very few 
of these instruments incorporate the facet, ‘communication,’ in job satisfaction 
evaluation, with even fewer instruments measuring work-life balance.  
It became evident whilst analyzing the importance of facets data that racial 
minorities as well as people who identify with ‘underprivileged ethnicities,’ with 
the exception of Vietnamese, tend to begin their satisfaction evaluations from a 
lower reference point than Whites and those affiliated with ‘Western ethnicities.’ A 
proportion of the differential levels in job satisfaction between the said groups may 
be explained by this phenomenon.  
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The data relating to the importance of facets was interpreted in the context of the 
job characteristics model (JCM) and the motivation-hygiene theory— two of the 
three job satisfaction theories that provided the framework for the research. It was 
found that both extrinsic (e.g. interpersonal relationships) and intrinsic facets (e.g. 
the nature of the job) have a potential to produce satisfaction as well as mitigate 
dissatisfaction. This appears to contradict Herzberg et al.’s (1993) motivation-
hygiene theory which argues that intrinsic factors only convey satisfaction whilst 
extrinsic facets only ameliorate dissatisfaction. In view of this, it might not be 
necessary to categorize job facets into intrinsic and extrinsic facets on the basis of 
their ability to produce satisfaction or mitigate dissatisfaction.   
Moreover, evidence from the research could not fully support the tenets of the JCM. 
Contrary to what the theory claims, only a portion of its core factors were found to 
exhibit a great potential to enrich jobs and provide satisfaction for some races and 
ethnicities. Across the different racial groups, only feedback and task significance, 
i.e. the social impact of a job, were considered important, and this was by Blacks 
and people from mixed races. The remaining factors—autonomy, skill variety (the 
ability to use varied skills), and job identity (starting and completing a job)—
appeared less relevant. This suggests that, in an attempt to ameliorate satisfaction 
levels, emphasis on these factors may not produce the desired outcome. In relation 
to the ethnic groups, only autonomy appeared to be important. The four remaining 
factors were considered not as important, suggesting that the expected outcome may 
not be obtained if strategies aimed at improving the job satisfaction levels of 
workers from different ethnicities focus on these factors.    
Also, evidence from the research could not support internal dispositional theorists’ 
claims that job satisfaction can be attributed to genetics or heritable traits. This is 
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because none of the five ‘Big-Five’ personality dimensions that the study 
considered was found to significantly influence job satisfaction except Openness, 
measured as creativity, which appeared to influence the satisfaction of Asians and 
South Africans. Thus, it is less likely that the satisfaction levels of Australian 
workers will be a function of their personality characteristics, indicating that the 
Pollyanna principle, which dispositional theorists seem to subscribe to, may not 
apply in the state. In other words, it is less likely that, as a result of their personality 
characteristics, Australian workers will report lower or higher job satisfaction 
irrespective of the job conditions. However, it is likely people who are generally 
optimistic or less worried will report higher levels of satisfaction than their less 
optimistic counterparts given that the descriptor, ‘relaxed,’ which was used to 
measure the personality trait, ‘neuroticism,’ significantly influenced levels of job 
satisfaction.     
In addition to the above, people were of the view that minorities are more inclined 
than the mainstream to be discriminated against in the labor market. Indeed, race 
and religion emerged as stronger triggers of perceived discrimination than ethnicity, 
supporting the argument that visibly different people are likely targets of 
discrimination in Australia. Further, it was found that ethnic and religious 
discrimination seem to negate job satisfaction levels at higher rates than racial 
discrimination. Perhaps, people attach more relevance to ethnic and religious 
identity and internalize negative treatments on these grounds at a greater depth.  
Perceived discrimination was found to be highest among participants who indicated 
they were Asians and lowest among those who said they were White. It was found 
to adversely impact job satisfaction levels, the exception being among Irish and 
Asians, especially Chinese and Filipinos. Perceived discrimination did not 
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negatively impact the satisfaction levels of Asians possibly because as the most 
likely group to feel discriminated against, they have developed strategies to help 
them cope with racist behavior.  
A similar argument was advanced to explain why perceived discrimination did not 
adversely affect the satisfaction levels of Irish: they were, over the course of many 
years, subjects of racism, colonialism, and sectarianism and may have individually 
or as a society developed ways of dealing with such issues. In general, perceived 
discrimination appeared to impact the job satisfaction of members of ‘Western 
ethnicities’ more than their counterparts from ‘underprivileged ethnicities’—the 
exception being Vietnamese. Earlier, it was noted that Vietnamese appeared to 
depart from their underprivileged counterparts in terms of satisfaction evaluation 
reference points, i.e. they tend to have high reference points, similar to people from 
‘Western ethnicities.’ This suggests that Vietnamese tend to exhibit some job 
satisfaction characteristics similar to members of ‘Western ethnicities.’ 
In connection with life satisfaction levels, the study found that, in general, they were 
similar across races. However, it appeared that a greater proportion of minorities 
were satisfied with life compared with those who indicated they were White. 
Besides, the proportion of minorities who reported that they were satisfied was 
found to be higher than the national average. It was, however, lower for people who 
indicated they were White. As in job satisfaction, members of ‘underprivileged 
ethnicities’ were more likely to be satisfied with life than their ‘Western ethnicities’ 
counterparts. It was argued that more members of racial minority groups as well as 
those of ‘underprivileged ethnicities’ reported they were satisfied because, although 
they are likely to feel deprived compared with Whites and their counterparts from 
‘Western ethnicities,’ they might be relatively gratified with their life in Australia.    
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The relationship between job and life satisfaction was explored and was observed 
to be stronger for participants who indicated they were White than members of the 
minority races. Also, it was stronger for those who identified their ethnicity as 
Scottish, New Zealander, Chinese, Italian, Vietnamese, and Filipino. For those 
whose job and life satisfaction were strongly related, it is expected that improving 
the conditions on the job facets they value the most—several of which have been 
identified in this research—will favorably influence their life satisfaction. However, 
this may not be the same for those for whom the two satisfactions are unrelated or 
weakly related.      
In addition to this, the study found that people who were satisfied with their job 
were also satisfied with life. The exceptions, however, were those who described 
themselves as New Zealanders and Filipinos. For members of these groups, job and 
life satisfaction were antithetically related, a phenomenon described in the thesis as 
‘the job and life satisfaction paradox of the New Zealander and the Filipino worker.’ 
It was argued that there may be other important mediating factors that could help 
explain the observation. However, this could not be investigated as it was outside 
the purview of the study.    
Further, the study revealed that migrant workers and their counterparts born in 
Australia may not differ significantly in life satisfaction levels. However, the latter 
group may have a slightly higher satisfaction. It was argued that migrants reported 
similar satisfaction as those born in Australia because the majority have lived in the 
country for a long period of time, i.e. over ten years. Having lived here for a long 
time, it is likely that: they will be able to secure desirable jobs; they have adopted 
the work-related attitudes of their Australian-born counterparts; and they may 
readily deflect any prejudices they might encounter. It needs to be mentioned, 
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however, that although there were similarities in the levels of life satisfaction, a 
higher proportion of migrants, surprisingly, were found to be satisfied in spite of 
the challenges many face in the country. The concept of eudaimony was offered as 
a possible explanation. 
6.2 Conclusions 
The following conclusions can be discerned based on the findings of the study 
whose applicability may be constrained by the limitations described at the very 
early stages of the thesis.  
1. Ethnicity may explain a higher variability in job and life satisfaction than 
race, suggesting that ethnicity is likely a better predictor of satisfaction than 
race. In other words, discrepancies in job and life satisfaction appear to be 
more pronounced across ethnic groups than races. Thus, the two concepts 
are not simply different, but they influence job and life satisfaction 
differently. For this reason, it is not advisable to use them synonymously as 
seen in some studies (e.g. Glymour et al., 2004; Lundquist, 2008). 
2. Although race and ethnicity appear to account for a small proportion of the 
disparities in job satisfaction, they are large enough to produce significant 
differences in satisfaction levels, suggesting that the effects of race and 
ethnicity on job satisfaction should not be underestimated.  
3. White workers tend to report higher levels of job satisfaction than racial 
minorities. This could be due to structural inequalities in the labor market 
stemming from racism and discrimination. It could also be due to 
differences in the reference points from which members of the respective 
groups commence their satisfaction evaluation. There are also discrepancies 
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in satisfaction according to ethnic groups.  Discrepancies in the levels of job 
satisfaction between members of underprivileged and Western ethnicities 
may, in part, be attributed to differences in the reference points from which 
they commence their evaluation.   
4. The job satisfaction levels of migrant workers may approach that of their 
Australian-born counterparts, especially when they have lived in the country 
for over ten years and have been able to develop adaptive strategies.  
5. There is a general belief that minorities are discriminated against in the 
Western Australian labor market and in society at large. Indeed, they are six 
times more likely than Whites and three times more likely than minorities 
in the US to be discriminated against. They may experience discrimination 
during hiring, through interactions with their work colleagues, and in terms 
of promotions, appreciation for work done, and supervisor feelings/attitudes 
toward them. Perceived discrimination tends to be considerably higher 
among minorities, especially Asians, than among the mainstream.     
6. In general, perceived discrimination reduces the job satisfaction levels of 
workers from different races and ethnicities. It appears to impact the 
satisfaction of people from ‘Western ethnicities’ the most and those from 
‘underprivileged ethnicities’, in particular Asians, the least. Also, it may 
affect Whites more than members of the minority races. This could be due 
to perceived discrimination being considerably low among Whites, as 
evidence from the present study suggests. Perceived discrimination may 
also be low among members of ‘Western ethnicities.’ Thus, Whites and 
members of ‘Western ethnicities’ may have greater difficulty wrestling with 
(emotional) issues pertaining to discrimination; the upshot being a possible 
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greater adverse impact on their satisfaction levels, compared with people 
from minority racial groups and ‘underprivileged ethnicities.’   
7. All three axes of discrimination—race, ethnicity, and religion—reduce job 
satisfaction levels. However, ethnic discrimination reduces satisfaction the 
most, suggesting perhaps that as race and religion are traits of ethnicity 
(Yinger, 1981), racist behavior emanating from the two traits may yet be 
seen as ethnic discrimination. Also, it is possible that people may attach 
greater significance or meaning to ethnic identity. If this is so, adverse 
treatment on the basis of ethnicity may be profoundly internalized relative 
to the other axes of discrimination.   
8. There are obvious disparities in racial and ethnic prioritization of job 
satisfaction facets. However, for virtually all races and ethnicities, 
interpersonal relationships, communication, and work-life balance are 
important. The findings are in congruence with the view held by human 
relations theorists that social relations and the quality of life are key to the 
improvement of job satisfaction levels across cultures.    
9. Members of racial minority groups do not seem to attach great importance 
to the nature of the job when evaluating their satisfaction. This does not 
necessarily mean that attention should not be paid to this facet when 
devising job satisfaction improvement strategies for members of these 
groups.  Rather, it confirms the notion that, unlike Whites, they are happy 
to take up jobs that lack desirable intrinsic qualities (see Vallely, 2008).  
10. Members of all races and most ethnicities tend to give minimal importance 
to promotion or the existence of promotion opportunities when it comes to 
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job satisfaction. For this reason, offering promotions as a way of improving 
job attitudes, e.g. satisfaction, may not be an effective strategy. 
11. Gramsci (1926, 1971) argues that the values of minority members tend to 
imitate those of the dominant social group as a consequence of hegemony. 
However, given that the preference of members of racial minority groups 
regarding job satisfaction facets appears dissimilar to those of Whites, one 
may conclude that Gramsci’s argument may not be applicable in all social 
situations. Sometimes minorities are able to hold onto their values by 
withstanding social pressures from their White counterparts, as observed in 
this research. Possibly, they have internalized the idea that they do not 
deserve better.   
12. People born in Australia differ from their migrant compatriots on a majority 
of job satisfaction facet fronts. Indeed, they are more likely than migrants 
to indicate that they prefer intrinsic job conditions or facets. These are 
conditions which if present, scholars believe, usually make jobs quite 
attractive and unique in status. Such jobs, among other things, are high 
paying, have high achievement recognition, enable varied use of skills, have 
positive social relations, and tend to give workers greater autonomy in the 
execution of tasks.  
13. Given that both extrinsic and intrinsic facets have the propensity to produce 
job satisfaction and ameliorate dissatisfaction, it may not be necessary to 
categorize facets into extrinsic and intrinsic components. Such a 
categorization could be a hindrance to employers and policy makers in their 
quest to identify factors than can improve satisfaction and/or ameliorate 
dissatisfaction. This is because there is likely to be a misconstruction that a 
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certain group of factors are important but not others when dealing with 
(dis)satisfaction, as exemplified in Herzberg et al.’s (1993) claim that only 
intrinsic job factors can produce satisfaction, and that focusing on 
extraneous rewards is tantamount to sowing ‘seeds of trouble’ (p. 131).   
14. A meaningful job is not always characterized by task variety (i.e. the ability 
to use varied skills) and task identity (i.e. the ability to start and complete a 
job) as the JCM posits, given that the dimensions were found to be less 
important to people from most races and ethnicities in the context of 
satisfaction.        
15. The lack of congruence between the current findings and the job satisfaction 
theories tested, namely the motivation-hygiene theory, the JCM, and the 
internal dispositional theory, does not invalidate their underlying 
assumptions. Rather, it reinforces the argument that methodological 
differences may account for discrepancies in findings between disparate 
studies, meaning one needs to exercise caution when universalizing 
outcomes from job satisfaction investigations. For purposes of brevity, 
methodological issues relating to only two of the three theories mentioned 
above are discussed to explain this. First, in the research that led to the 
development and testing of the JCM, the data was collected non-
anonymously from a combined sample of manufacturing and service 
personnel using the Job Diagnostic Survey. By contrast, in the current study, 
responses were derived anonymously in large part from service industry 
employees using the Job Satisfaction Survey. One methodological 
difference between the present study and the one that led to the advancement 
of the motivation-hygiene theory is that, in this study, two data sets were 
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collected and analyzed quantitatively and qualitatively whereas data from 
which the theory was proposed was only obtained and analyzed 
qualitatively. Although the participants recruited for the development of the 
theory might have provided a detailed insight into their job satisfaction, as 
the authors claim, their preferences cannot be readily externalized to other 
societies given that nonprobability sampling methods were used. Due to this 
and other factors, including the recruitment of only professionals, i.e. 
engineers and accountants, as well as concerns about their 
representativeness, the authors in fact acknowledged that even in the US 
outcomes of their work may have limited generalizability. Whilst in the 
current study the sample is limited and not representative in terms of the 
overall number of workers in the state of Western Australia (see ABS, 
2014b), it is large enough for some generalizations to be made.   
16. Workers who have a ‘relaxed’ personality will more likely show high levels 
of job satisfaction than those who lack such a trait.  
17. A society’s economic status, i.e. whether it is wealthy or impoverished, may 
not directly reflect the job and life satisfaction levels of its members. In other 
words, people from Western societies do not necessarily have the highest 
job and life satisfaction levels, and those from impoverished societies do not 
have the lowest satisfaction levels. Indeed, people from the latter societies 
are inclined to report higher levels of satisfaction given that they are 
disadvantaged and may have lower expectations or aspirations, compared 
with their Western compatriots. In view of this, they are likely to be content 
with, or appreciative of, the things they have got in Australia, in particular 
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things they believe would be difficult to obtain if they were living in their 
societies of origin. 
18. As in job satisfaction, migrant workers tend to report life satisfaction levels 
that are similar to those born in Australia, particularly if they have been 
living in the country for more than ten years and have developed eudaimonic 
mechanisms that enable them to overcome humanistic and existential 
challenges and lead an optimal life, i.e. life characterized by self-
acceptance, autonomy, purpose in life, personal growth, positive social 
relations, and environmental mastery (Ryff, 1989). Although migrant 
workers report similar SWB as their colleagues born in Australia, they are 
relatively less inclined to ‘Agree very much’ that they are satisfied with life, 
but more inclined to ‘Disagree very much’ that they are satisfied. However, 
there is a greater tendency for them to report that, in general, life in Australia 
is satisfying.       
19. Given that migrants report life satisfaction levels that are similar to those 
born in Australia, and a greater proportion of them are satisfied with their 
well-being, one may conclude that, once in Australia, migrants can fulfill 
their life satisfaction goals. However, they will likely be disillusioned if 
their goal is to seek a job that will provide similar or greater satisfaction 
given that their job satisfaction levels in Australia are low in comparison 
with what they indicated they derived overseas.  
20. People who describe themselves as White will most likely select the top and 
bottom two life satisfaction response categories. In this study, for example, 
it was found that they were more likely than minorities to ‘Agree very much’ 
or ‘Agree moderately’ that they are satisfied with life. They were also more 
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inclined to ‘Disagree very much’ or ‘Disagree moderately’ that life is 
satisfying. However, in general, there is a higher tendency for minorities to 
report that they are satisfied.   
21. Given that more racial minorities, compared with people who identify 
themselves as White, indicate they are satisfied with life and more affiliates 
of ‘underprivileged ethnicities’ reveal they are satisfied than those from 
‘Western ethnicities,’ it is likely that, given the same economic climate, 
people who have origins in poor or collectivist societies may enjoy life more 
than those who have origins in wealthy or individualistic societies.  
6.3 Recommendations for policy makers 
On the basis of the findings, the following recommendations are suggested: 
1. As the job satisfaction levels of people who identify themselves as Black 
and Asians seem to lag behind those of their White colleagues, employers 
should explore all possible avenues to help bridge the gap. The starting point 
will be to find practical ways of improving social relations among their 
employees, as suggested below. This could help reduce prejudice toward, 
and discrimination against, members of minority groups. The next, and 
equally important, thing to do would be to make serious attempts to improve 
conditions related to the job facets that these categories of people indicate 
they value the most, e.g. the social significance of the job, feedback from 
superiors, interpersonal relationships, communication, and job security.   
2. Given that only three of the fourteen job satisfaction facets that were 
investigated appear to be important across cultures, it will not be appropriate 
to homogenously apply satisfaction-ameliorating strategies across a diverse 
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workforce without taking cognizance of cultural background. This, 
understandably, could be a challenging task for employers who may argue 
that it will be difficult or impracticable to meet the expectations of every 
race and ethnicity in the process of improving satisfaction conditions, 
especially in an environment where information in this area is currently 
limited and fragmented. The difficulty may be complicated by the fact that 
migrants and nonmigrants also differ in the prioritization of a wide array of 
satisfaction facets. However, if employers commit to this strategy, they may 
be able to mobilize the resources needed for its implementation. One way 
of doing this will be for management to ‘decentralize,’ as much as possible, 
some of their job satisfaction improvement strategies. This can be done by 
giving supervisors and team leaders, who generally work closely with 
workers, a greater autonomy to determine the needs and aspirations of the 
people they supervise based on their cultural values. It should be mentioned, 
however, that when implementing this strategy, job facets that are relevant 
across cultures should be given a priority.  
3. It is a concern that migrants in Australia feel they are not as satisfied in their 
current job compared with what they used to do overseas. In recent years, 
overseas departures have been on the rise, and this is expected to continue 
(DIAC, 2013). A lack of satisfaction with the job may contribute to the 
increasing departure trends. Taking decisive steps to address the satisfaction 
gap could provide an incentive for migrants to stay, thereby helping to curb 
the increasing migration outflows. This is important given that migration is 
the major contributor to the country’s population growth (DIAC, 2011-12) 
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and economy, as well as its cultural depth, diversity, and understanding in 
an increasingly globalized world. 
4. Migrant workers’ lower rating of intrinsic facets, i.e. those which, according 
to scholars, produce long-term satisfaction that ultimately results in 
significant disparities between them and their Australian-born counterparts, 
does not necessarily mean they do not consider such facets important. They 
may find them important but might not prioritize them as such because they 
might think that, as migrants, they have little chance of competing with their 
Australian-born counterparts for jobs that have, or abound in, these 
conditions. It may be important for employers and managers to recognize 
this and (continue to) employ migrants in jobs that have such conditions as, 
in the long run, this may benefit both the employee and the organization for 
which s(he) is working.  
5. The finding that, of the religious groups investigated, Muslims are the only 
group whose members have significantly lower job satisfaction compared 
with Christians and the non-religiously affiliated is a matter of a concern. 
Employers need to encourage not just tolerance but also acceptance of, and 
respect for, religious differences. This could make the workplace more 
enjoyable for this category of people.  
6. Given that (perceived) discrimination has been found to impact job 
satisfaction adversely, attempts by employers to improve satisfaction levels 
should not focus only on ameliorating work conditions but also improving 
race and ethnic relations. Employers and employees need to be equally 
aware that discriminating against people because of their racial and ethnic 
background jeopardizes attitudes toward work, regardless of the person’s 
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cultural background. In spite of the many initiatives aimed at curbing 
discrimination, including the recent National Anti-racism Partnership and 
Strategy (The AHRC, 2012), perceived discrimination has been found to be 
very high among Australia’s minorities, i.e. it is six times higher than among 
Whites. As has been shown, discrimination occurs in the hiring process, 
through interactions with co-workers, and in terms of promotions, 
appreciation for work done, and supervisor feelings toward them. 
Addressing these problems would provide a starting point for improving 
social relations, which, in turn, could help improve job satisfaction levels. 
7. Given that the job and life satisfaction of people who identify themselves as 
White, as well as those who describe themselves as Scottish, New 
Zealanders, Italians, Vietnamese, Filipinos, and Chinese may be strongly 
related, efforts to ameliorate the life conditions of members of these groups 
need to take the jobs they do into consideration.   
6.4 Recommendations for further research 
On the basis of the findings and the conclusions, the following have been suggested 
for further research: 
1. Given the dearth of literature regarding racioethnic influences on job 
satisfaction in Australia, the starting point for work in this area is for the 
federal government or its agencies, in particular the Australian Bureau of 
Statistics, to begin introducing race-identity questions in future population 
studies, as is done by other national agencies, including the US Census 
Bureau. There is less doubt that, in Australia, people’s experiences tend to 
be influenced in several respects by the race they identify with or are 
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perceived as, suggesting that race, like ethnicity, is an important 
demographic concept. These experiences need not be swept under the 
carpet. Rather, they need to be documented, be they negative or positive. 
For this to proceed, official racial categorization of the nation’s population, 
which was abandoned some decades ago, may have to be revisited.           
2. Government-funded national research programs, such as HILDA, that 
routinely explore job and life satisfaction on a longitudinal basis, should be 
encouraged to investigate discrepancies across races and ethnicities, as they 
stand a better chance of obtaining a more representative sample.  
3. A cross-sectional study, such as this one, is unable to examine differential 
job satisfaction among the various racial and ethnic groups under a different 
set of social and economic conditions of the state or the country. The best 
way of obtaining this kind of information would be through longitudinal 
studies. This could provide a further insight into the satisfaction of the 
various groups.    
4. As the majority of the survey respondents were white-collar workers, it 
would be interesting if future studies would focus on blue-collar subjects or 
even those working in the shadow economy to see how the findings 
corroborate or disconfirm what the current study has produced. 
5. Given that ethnicity may predict job and life satisfaction variations better 
than race, it would be useful for future research to focus on ethnic 
differences in satisfaction as well as race. 
6. Given that it is not exactly clear why people from ‘Western ethnicities’ tend 
to rate things (e.g. the importance they attach to job satisfaction facets) 
higher than those from ‘underprivileged ethnicities, and people born in 
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Australia also rate things higher than migrants, investigation needs to be 
directed toward these areas with the object of providing information that 
could help explain these phenomena. Such a study could furnish vital 
information that could help explain cross-cultural discrepancies in job 
satisfaction in the future.  
7. It is also not clear why there is some commonality between Vietnamese and 
members of ‘Western ethnicities’ in relation to satisfaction evaluation 
reference points and the impact of perceived discrimination on levels of job 
satisfaction. It would be useful if these areas are explored further.    
8. Future research needs to take a look at why migrants are less satisfied with 
work in Australia vis-à-vis the satisfaction they derived back home, and 
suggest ways to remedy the situation.  
9. Further research is needed to ascertain why Whites generally select the top 
(most favorable) and bottom (least favorable) life satisfaction response 
options, and yet minority responses often converge around the mid-range 
categories.   
10. An interesting scenario that emerged in relation to life satisfaction is the 
‘paradox of the contented Asian worker,’ i.e. more members of Asian ethnic 
groups, specifically Vietnamese, Chinese, and Indians are satisfied with life 
than members of other ethnic groups, even though perceived discrimination 
is greatest among them. It would be interesting if future research could 
investigate the likely causes of this paradox. It would also be interesting if 
a second paradox—‘the job and life satisfaction paradox of the New 
Zealander and Filipino worker’—could be investigated to ascertain why 
people who self-identify as New Zealanders report low job satisfaction but 
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high life satisfaction levels whilst their Filipino counterparts report high job 
satisfaction but low life satisfaction levels.  
11. Previous research has failed to note that race and ethnicity moderate the 
relationship between job and life satisfaction. It would be helpful if future 
studies could investigate this further.  
12. Research needs to focus on underprivileged societies. The problem, 
however, is that conventional, validated job satisfaction instruments have 
been developed using people in affluent societies as well as predominantly 
White populations. To ensure validity is not compromised, instruments that 
are used in the underprivileged world or for members of these societies 
should reflect the values and preferences of people in such societies.  
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APPENDIX A-1—Information sheet and survey instrument 
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APPENDIX A-2—Letter to contact persons requesting nurses’ participation 
in the survey 
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                                                                School of Social Sciences & Humanities                                     
                                                                                                   South St, Murdoch 
 
October 3, 2011 
 
 
Subject:  Race, ethnicity, and job satisfaction study 
 
I am a PhD candidate in the School of Social Sciences & Humanities, Murdoch 
University in Western Australia, and I am exploring the influence of ethnic 
(cultural) background on job satisfaction.  
 
The purpose of this research is two-fold: 
 
1. To investigate the job satisfaction of workers from different cultural backgrounds 
in Australia.  
 
2. To identify strategies available to employers to improve the job satisfaction of 
their workers from various cultural backgrounds. 
  
Most Australian employers are seeking to improve their workforce diversity by 
focusing attention on recruiting workers from different cultural backgrounds. A 
focus on their satisfaction will ensure the positive achievement of this goal. This is 
because research in developed nations, like Britain and the United States of 
America, shows that people from different backgrounds experience satisfaction 
differently.  
 
Unfortunately in Australia there is little information on how workers’ cultural 
backgrounds influence their satisfaction. Yet, satisfaction is an important element 
that has been shown to influence job outcomes, such as employee retention, 
organizational commitment, and productivity. 
 
I would like to give you the opportunity to take part in the study by completing a 
ten-minute on-line survey at http://survey.murdoch.edu.au/js/9371. I would also 
like you to forward this email to all your colleagues and friends who are nurses and 
ask them to forward it to others as well. 
 
All information provided will be treated in strict confidence, and will not be 
disclosed to a third party. 
 
Your participation is important to the successful completion of the research. In 
appreciation of your contribution, you will go into a draw for a chance to win a  
 
$250 gift certificate that can be redeemed at a shop, restaurant, hotel, airline, or 
travel agent of your choice.  
 
The results will provide an invaluable insight into the job satisfaction levels of 
nurses in Australia. The results will also inform health authorities about the areas  
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of a job that are important to nurses from different cultures, and how they influence 
their satisfaction. Employers can use these to design interventions to improve levels 
of satisfaction among their workers.  
 
If you have any questions, please contact me on 0422607622 or at 
T.tettey@murdoch.edu.au. Any concerns you have may be directed to my 
supervisor, Prof. Farida Fozdar, on 6488 3997.   
Thank you. 
Sincerely yours, 
 
Kwasi Tettey 
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APPENDIX A-3—Letter to Organization AAA representative requesting 
survey participation of its employees 
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                                                               School of Social Sciences & Humanities      
                                                               South St, Murdoch WA 6150 
 
September 19, 2011 
 
The Senior Manager, People Services 
Company AAA 
Perth WA  
 
Subject:  Race, ethnicity, and job satisfaction study 
 
I am a PhD candidate in the School of Social Sciences & Humanities, Murdoch 
University and I am exploring the influence of ethnic (cultural) background on job 
satisfaction.  
 
The purpose of this research is two-fold: 
 
1. To investigate the job satisfaction of workers from different cultural backgrounds 
in Western Australia.  
2. To identify strategies available to employers to improve the job satisfaction of 
their workers from various cultural backgrounds. 
  
Most Australian employers are seeking to improve their workforce diversity by 
focusing attention on recruiting workers from different cultural backgrounds. A 
focus on their satisfaction will ensure the positive achievement of this goal. This is 
because research in developed nations, like Britain and the United States of 
America, shows that people from different backgrounds experience satisfaction 
differently.  
 
Unfortunately in Australia there is little information on how workers’ cultural 
backgrounds influence their satisfaction. Yet, satisfaction is an important element 
that has been shown to influence job outcomes, such as employee retention, 
organizational commitment, and productivity. 
 
I would like you to give your employees the opportunity to take part in the study by 
completing a ten-minute on-line survey at http://survey.murdoch.edu.au/js/1280. 
All information they provide will be treated in strict confidence.  
 
Your employees’ participation is important to the successful completion of the 
research. In appreciation of their contribution, they will go into a draw for a chance 
to win a $250 gift certificate that can be redeemed at a shop, restaurant, hotel, 
airline, or travel agent of their choice in Western Australia.  
 
The names of participating organizations as well as identifying information will not 
be disclosed to a third party.  Thus, the name of your organization will be kept in 
strict confidence. Also, the final thesis report and publications will not contain  
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the name of your organization nor any information that can be linked to your 
organization, unless you (later) decide to the contrary.  
 
The results obtained for the different organizations will be aggregated in the final 
thesis and any publications. Consequently, it will not be possible to link one 
organization to a specific research finding.  
 
If you have any questions, please contact me, Kwasi Tettey, on 0422607622 or on 
T.tettey@murdoch.edu.au. Any concerns you have may be directed to my 
supervisor, Prof. Farida Fozdar, on 6488 3997.  
Thank you. 
Sincerely yours, 
 
Kwasi Tettey 
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APPENDIX B-1—Interview advertising flyer 
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                                                            School of Social Sciences & Humanities 
                                                            South St, Murdoch WA 6150 
 
Ethnicity and job satisfaction study 
 
 
My name is Kwasi Tettey, and I am a PhD candidate from Murdoch 
University. 
 
I am looking for people—aged 18 years and over—who are working in 
Western Australia to take part in a 30-45 minute interview. People who 
have previously worked but live in the state can also participate.   
 
The study is mainly examining how people’s cultural backgrounds 
influence their job satisfaction. 
 
All participants will be given $20 as a token compensation for their time 
and effort. In addition, they will go in a draw for a chance to win a gift 
certificate worth $250. 
 
Please call or send a text to 0422607622 if you are interested. 
Alternatively, you may contact me at phungus2@hotmail.com.    
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APPENDIX B-2—Interview instrument for survey interview participants 
(SIPs) 
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Interview Information Sheet 
 
Race, Ethnicity, and Job Satisfaction Research 
 
Thank you for taking part in this interview.  
 
I am a PhD student in the School of Social Sciences and Humanities, Murdoch 
University, and I am investigating the influence of ethnicity on job satisfaction.   
 
I am inviting you to participate in a 30-45-minute interview. You will be asked 
about your satisfaction at work. All information you provide will be treated in the 
strictest confidence, and will not be made available to a third party. You, and the 
organization you work for, will not be identified in my PhD thesis or any other 
material that may result from the study.     
 
Your willingness to proceed with the interview after all your questions have been 
satisfactorily answered prior to, and during the interview, is taken as your consent 
to participate. As the interview is entirely voluntary, you may withdraw your 
participation and not continue with the interview.  
 
Interview feedback may be accessed from the Centre for Social and Community 
Research (Murdoch University) website at http://www.cscr.murdoch.edu.au/, from 
December 2011.  
 
In appreciation of your contribution to this research, you will go into a draw for a 
chance to win a $250 gift certificate that can be redeemed at a shop, restaurant, 
hotel, airline, or travel agent of your choice in Western Australia. 
 
If you have any questions and/or need any clarifications, please contact me, Kwasi 
Tettey, on 0422607622 or at T.Tettey@murdoch.edu.au. Any concerns you have 
may be directed to my supervisor, Assoc. Prof. Farida Fozdar, on 6488 3997, or to 
the University’s Research Ethics Office on 9360 6677 (email, 
ethics@murdoch.edu.au).  
 
Do you have any questions? Do you agree to proceed with this interview? 
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Interview Questions   
 
To start with, please tell me about yourself, including your name. 
 
Also, tell me about the organization you work for, including the name. 
 
A. Satisfaction with your main job 
 
Now, let’s talk about your job and how you like it. 
 
1. Please tell me about the work you do.  What is it like?   
 
Rationale: To seek a detailed description of the nature of participant’s job, 
including, but not limited to, the kind of job, the tasks involved, how difficult and 
challenging it is, how to get there, and commuting time.  
 
I understand that, in general, you do/don’t like [see survey Qu. 26 for participant’s 
response] the work you’re doing. What makes you say that? 
 
Rationale: Participant is expected to explain why s(he) appraised all aspects of the 
job together and responded the way s(he) did in the survey. 
 
2. Tell me all areas of your job that you’re presently satisfied with. What are your 
reasons?  
 
Rationale: Participant is required to identify and appraise areas of the job 
separately, and then provide evaluative responses to each of them in terms of 
positive affect. It would provide an indication in terms of whether or not members 
of the same ethnic/racial group would likely report satisfaction for the same or 
similar areas of a job.  
 
3. What aspects don’t you like? Tell me your reasons? 
 
Rationale: Similar to Qu. 2 but emphasizes dissatisfaction and negative affect. In 
addition, it may give an indication of participant’s attitude or orientation toward the 
job, such as intention to quit, absenteeism, and organizational commitment.  
 
What about the following areas? Are you satisfied or not satisfied with them?5 What 
are your reasons? 
 
Rationale: To direct participant’s attention to facets of interest in the study but were 
neither discussed in Qu. 2 nor in the first part of Qu. 3. 
                                                 
5 Pay; Promotion; Supervision; Benefits; Contingent rewards e.g. appreciation, recognition, 
responsibility; Co-workers; Nature of work; Communication; Organization’s operating procedures   
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4. You mentioned in the survey that these areas are important for you in ensuring 
job satisfaction [see responses to survey Qu. 28-41]. Would you mind commenting 
on them?  
 
Rationale: To find out why participant valued some satisfaction facets higher than 
others. It may help establish what weight people from different cultures place on 
different job aspects and how they are valued in the context of satisfaction.  This 
would help unveil the likelihood that members of an ethnic group/race would 
identify the same or similar aspects of a job as a necessary condition of satisfaction. 
Based on the above, it may help explain how and why conditions in certain aspects 
of a job can make people from a cultural group happy but the same conditions can 
make others in dissimilar cultures unhappy. 
 
What other aspects are important for you that we haven’t discussed?6  
 
Rationale: To find out if there are any satisfaction facets that are important to the 
participant that the above question failed to capture.  
 
5. How would you describe your commitment to the organization you work for? 
 
Rationale: To help find out the extent to which the participant is loyal, involved, 
and identifies with the employing organization.  
 
6. What would you expect from an ideal job? 
 
Do you think your culture influences your job satisfaction? In what ways? 
 
Rationale: To seek cultural meaning and interpretation of satisfaction. By so doing, 
it will provide an insight into how satisfaction is culturally constructed. Also, it is 
to ascertain the expectations that people from different cultural backgrounds bring 
to work. The material, spiritual, and psychological value that people expect from 
their job may be described. This way, what different cultural groups mean by a great 
job may be underscored. As in Qu. 4, it would help ascertain if the value of work is 
similar for people from the same or similar ethnic grouping. Finally, together with 
Qu. 3, it may give an indication of how people’s expectations are likely to change 
with the passage of time, and how this impacts their orientation toward the job they 
are currently doing.  
                                                 
6 The nature of work; Recognition of achievement Responsibility; Promotion/opportunity for 
promotion; Pay; Interpersonal relationships (with co-workers and supervisors); Job security; 
Autonomy; Feedback; Impact of the job on other people; Ability to begin and complete a job; 
Possibility of using varied skills; Communication; Work-life balance 
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Do you think your level of satisfaction with your work would be different if you 
were a member of a different ethnic group? Please explain. 
 
Rationale: This may give an indication as to whether or not, in the opinion of the 
participant, there are underlying structural or societal issue(s) of concern militating 
against her/his ability to fully enjoy the job being done.  
 
7. [Migrants only] I’d like to know your reasons for migrating to Australia. What 
are they? 
 
Rationale: To validate migration theories.  
8. [Migrants only] What expectations did you have about working in Australia prior 
to migrating?  
Have they changed? In what ways? 
 
Rationale: Similar to Qu. 6. 
 
[Migrants only] How does your current job satisfaction compare with your 
satisfaction prior to migrating to Australia?  
 
Rationale: Participant is expected to evaluate, together, all the conditions of the 
current job, as well as what was done overseas, and provide a summative response.  
 
[Mainstream] Do you think you have it easier in the job because you’re in the 
mainstream? Please explain. 
 
Rationale: It may give an indication as to whether race may play a part in 
determining, for example, the tasks to which people are assigned, interpersonal 
relationships, as well as the perception that people have about others in general. 
Similar to the second part of Qu. 6.  
 
9. From the survey, you indicated that you are…with your life in general [see 
response to Qu. 27]? Would you like to elaborate on that?  
 
Rationale: Participant is expected to explain why s(he) evaluated all the conditions 
of her/his life and responded the way s(he) did in the survey. It may indicate whether 
some cultural groups are generally satisfied or dissatisfied with life.  
 
Also, would you like to comment on your work-life balance these days? 
 
Rationale: Participant is expected to describe the extent to which pressure from 
work, if any, affects life in general. 
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10. If you were asked to suggest one thing that should be done to improve the job 
satisfaction of workers in Australia, what would you say?  
 
Rationale: Participants, in particular those who are not happy with their job, are 
expected to share their views, if any, on to how they want the Australian 
government and relevant organizations to help ameliorate migrants’ job 
satisfaction. 
 
B. Ethnic & racial diversity   
 
We’ll move on to issues of diversity. 
 
11. Generally, how would you describe ethnic diversity at work?  
 
Rationale: To solicit opinions about the extent of racioethnic mix, as well as the 
prevailing race and ethnic relations. 
 
12. Still thinking about ethnic issues at work, what situations, if any, haven’t you 
been happy with, either now or in the past? [If there’s none, go to Qu. 13.]   
 
Rationale: Participant is expected to mention cultural issues, or narrate a critical 
incident(s), that have been unpleasant to them or their work colleagues.  
How were they addressed? If they were not addressed, tell me the reason(s), if you 
know. 
 
Rationale: It may uncover how power is utilized and confronted in the wake of 
ethnic tension. It is also to ascertain how power inequality impacts the emergence 
and resolution of conflicts in a culturally diverse workforce. 
 
13. What’s your opinion about working with people from different cultures? 
 
Rationale: To seek participant’s views on the pros and cons of working with people 
from different cultural backgrounds. Personal experiences and the experiences of 
others may be recounted. 
 
14. You indicated in the survey that you’ve felt unfairly treated or discriminated 
against in Australia because of your ... [see responses to survey Qu. 47]. Please 
elaborate on this.  
 
Rationale: Rationale: Participants who indicated they have personally 
experienced discrimination either at the workplace or in the general society or both 
are expected to describe, in detail, how they feel as victims of discrimination. If it 
occurred at work, they may describe how it impacted their feelings and enthusiasm 
for the work they are doing. 
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15. What made you decide to take part in this interview? 
 
Rationale: Participant is expected to outline his/her motivation for agreeing to 
participate in the study.  
 
[Closing remarks] That covers the things I wanted to ask about your job satisfaction. 
Anything you care to add?  
 
Rationale: To solicit views that could help improve the overall outcome of the 
study. 
 
Again, I’d like to thank you.  
 
C. Employment & Personal Demographics  
 
Refer to respondent’s survey for demographic information.   
 
Rationale:  To ascertain how some demographics affect, or effect changes, in job 
satisfaction.  
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APPENDIX B-3—Interview instrument for fresh interview participants 
(FIPs) 
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Interview Information Sheet 
 
Race, Ethnicity and Job Satisfaction Research 
 
Thank you for taking part in this interview.  
 
I am a PhD student in the School of Social Sciences & Humanities, Murdoch 
University.  I am investigating the influence of ethnicity on job satisfaction.   
 
I am inviting you to participate in a 30-45-minute interview. You will be asked 
about your satisfaction at work. All information you provide will be treated in the 
strictest confidence, and will not be made available to a third party. You, and the 
organization you work for, will not be identified in my PhD thesis or any other 
material that may result from the study.     
 
Your willingness to proceed with the interview after all your questions have been 
satisfactorily answered prior to, and during the interview, is taken as your consent 
to participate. As the interview is entirely voluntary, you may withdraw your 
participation and not continue with the interview.  
 
Interview feedback may be accessed from the Centre for Social and Community 
Research (Murdoch University) website at http://www.cscr.murdoch.edu.au/, from 
December 2011.  
 
In appreciation of your contribution to this research, you will go into a draw for a 
chance to win a $250 gift certificate that can be redeemed at a shop, restaurant, 
hotel, airline, or travel agent of your choice in Western Australia. 
 
If you have any questions and/or need any clarifications, please contact me, Kwasi 
Tettey, on 0422607622 or at T.Tettey@murdoch.edu.au.    Any concerns you have 
may be directed to my supervisor, Assoc. Prof. Farida Fozdar, on 6488 3997, or to 
the University’s Research Ethics Office on 9360 6677 (email, 
ethics@murdoch.edu.au).  
 
Do you have any questions? Do you agree to proceed with this interview? 
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Interview Questions  
 
To start with, please tell me about yourself, including your name.   
 
Also, tell me about the organization you work for, including the name, and whether 
it is a private or public sector organization. 
  
A. Satisfaction with your main job 
 
Now, let’s talk about your job and how you like it. 
 
1. Please tell me about the work you do.  What is it like?   
 
Rationale: To seek a detailed description of the nature of participant’s job, 
including, but not limited to, the kind of job, the tasks involved, how difficult and 
challenging it is, how to get there, and commuting time. 
 
How do you like the work in general? What makes you say that? 
 
Rationale: To have participant appraise all aspects of the job together, and then 
give an evaluative and a summative response in the context of positive or negative 
affect, as well as the reasons behind the evaluation. 
 
2. Tell me all areas of your job that you’re presently satisfied with. What are your 
reasons? 
 
Rationale: Participant is required to identify and appraise areas of the job 
separately, and then provide evaluative responses to each of them in terms of 
positive affect. It would provide an indication in terms of whether or not members 
of the same ethnic/racial group would likely report satisfaction for the same or 
similar areas of a job.  
 
3. What aspects don’t you like? Tell me your reasons? 
 
Rationale: Similar to Qu. 2 but emphasizes dissatisfaction and negative affect. In 
addition, it may give an indication of participant’s attitude or orientation toward the 
job, such as intention to quit, absenteeism, and organizational commitment. 
 
What about the following areas? Are you satisfied or not satisfied with them?7 What 
are your reasons? 
 
Rationale: To direct participant’s attention to facets of interest in the study but 
were neither covered in Qu. 2 nor in the first part of Qu. 3. 
                                                 
7 Pay; Promotion; Supervision; Benefits; Contingent rewards e.g. appreciation, recognition, 
responsibility; Co-workers; Nature of work; Communication; Organization’s operating procedures   
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4. In order of importance, tell me the areas of a job that are important to you in 
ensuring satisfaction. Please explain how important each one is to your job 
satisfaction. 
 
Rationale: To find out the weight, in terms of satisfaction, that people from 
different cultures place on different job aspects and how they are valued.  This 
would help unveil the likelihood that members of an ethnic group/race would 
identify the same or similar aspects of a job as a necessary condition of satisfaction. 
Based on the above, it may help explain how and why conditions in certain aspects  
of a job can make people from a cultural group happy but the same conditions can 
make others in dissimilar cultures unhappy. 
 
What about…?8 
 
Rationale: To direct participant’s attention to satisfaction facets that are of interest 
in this study but were not discussed in the preceding question.  
 
5. How would you describe your commitment to the organization you work for? 
 
Rationale: To help find out the extent to which the participant is loyal, involved, 
and identifies with the employing organization.  
 
6. What would you expect from an ideal job? 
 
Do you think your culture influences your job satisfaction? In what ways? 
 
Rationale: To seek cultural meaning and interpretation of satisfaction. By so doing, 
it will provide an insight into how satisfaction is culturally constructed. Also, it is 
to ascertain the expectations that people from different cultural backgrounds bring 
to work. The material, spiritual, and psychological value that people expect from 
their job may be described. This way, what different cultural groups mean by a great 
job may be underscored. As in Qu. 4, it would help ascertain if the value of work is 
similar for people from the same or similar ethnic grouping. Finally, together with 
Qu. 3, it may give an indication of how people’s expectations are likely to change 
with the passage of time, and how this impacts their orientation toward the job they 
are currently doing.  
 
 
                                                 
8 The nature of work; Recognition of achievement Responsibility; Promotion/opportunity for 
promotion; Pay; Interpersonal relationships (with co-workers and supervisors); Job security; 
Autonomy; Feedback; Impact of the job on other people; Ability to begin and complete a job; 
Possibility of using varied skills; Communication; Work-life balance 
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Do you think your level of satisfaction with your work would be different if you 
were a member of a different ethnic group? Please explain. 
 
Rationale: This may give an indication as to whether or not, in the opinion of the 
participant, there are underlying structural or societal issue(s) of concern militating 
against her/his ability to fully enjoy the job being done.  
 
7. [Migrants only] I’d like to know your reasons for migrating to Australia. What 
are they? 
 
Rationale: To validate migration theories.  
 
8. [Migrants only] What expectations did you have about working in Australia prior 
to migrating? Have they changed? In what ways? 
 
Rationale: Similar to Qu. 6. 
 
[Migrants] How does your current job satisfaction compare with your satisfaction 
prior to migrating to Australia?  
 
Rationale: Participant is expected to evaluate, together, all the conditions of the 
current job, as well as what was done overseas, and provide a summative response.  
 
[Mainstream] Do you think you have it easier in the job because you’re in the 
mainstream? Please explain. 
 
Rationale: It may give an indication as to whether race may play a part in 
determining, for example, the tasks to which people are assigned, interpersonal 
relationships, as well as the perception that people have about others in general. 
Similar to the second part of Qu. 6.  
 
9. All things considered, how would you describe your satisfaction with life these 
days? How about your work and life balance? 
 
Rationale: To have participant appraise all aspects of life together, and then 
provide a summative response in the context of positive or negative affect.  
 
Also, would you like to comment on your work-life balance these days? 
 
Rationale: Participant is expected to describe the extent to which pressure from 
work, if any, affects life in general. 
 
10. If you were asked to suggest one thing that should be done to improve the job 
satisfaction of workers in Australia, what would you say?  
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Rationale: Participants, in particular those who are not happy with their job, are 
expected to share their views, if any, on how they want the Australian government 
and relevant organizations to help ameliorate migrants’ job satisfaction. 
 
B. Ethnic & racial diversity   
 
We’ll move on to issues of diversity. 
 
11. Generally, how would you describe ethnic diversity at work?  
 
Rationale: To solicit opinions about the extent of racioethnic mix, as well as the 
prevailing race and ethnic relations. 
 
12. Still thinking about ethnic issues at work, what situations, if any, haven’t you 
been happy with, either now or in the past? [If there’s none, go to Qu. 13.]   
 
Rationale: Participant is expected to mention cultural issues, or narrate a critical 
incident(s), that have been unpleasant to them or their work colleagues.  
 
How were they addressed? If they were not addressed, tell me the reason(s), if you 
know. 
 
Rationale: It may uncover how power is utilized and confronted in the wake of 
ethnic tension. It is also to ascertain how power inequality impacts the emergence 
and resolution of conflicts in a culturally diverse workforce. 
 
13. What’s your opinion about working with people from different cultures? 
 
Rationale: To seek participant’s views on the pros and cons of working with people 
from different cultural backgrounds. Personal experiences and the experiences of 
others may be recounted. 
 
14. Have you ever felt that you’ve been unfairly treated or discriminated against in 
Australia? Please elaborate on this.  
 
Rationale: Participants who have personally experienced discrimination either at 
the workplace or in the general society or both are expected to describe how they 
feel as victims of discrimination. If it occurred at work, they may describe how it 
impacted their feelings and enthusiasm for the work they are doing. 
 
15. What made you decide to take part in this interview? 
 
Rationale: Participant is expected to outline his/her motivation for agreeing to 
participate in the study.  
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C. Employment & Personal Demographics  
 
This last set of questions is background questions that have been found to influence 
job satisfaction.  
Now, can you tell me your…? 
 
[Note participant’s gender] 
1. Age group9    
2. Place of birth—place and country 
3. i. Ethnic identification ii. Race  
4. Religious affiliation10, if any 
5. Visa category11, if you migrated to Australia  
6. Period of residence in Australia 
7. i. Highest level of education12 ii. Country you obtained your qualifications iii. 
Are you using your qualifications? If not what’s the reason?   
 
Also, I’d like to know…  
 
8. How long you’ve been working with your current employer  
  9. Your employment contract13 
10. Your occupation (ask respondent to fully describe occupation e.g. car  
       salesperson, not just salesperson) 
11. Your usual work schedule14  
12. The total number of hours you work in a week 
13. If you get paid holiday and/or sick leave 
14. Your annual taxable income in Australian dollars15 
 
                                                 
9 a. 18-24 b. 25-34 c. 35-44 d. 45-54 e. 55-64  f. 65 or more  
10 a. Buddhist b. Christian c. Hindu d. Muslim e. Jewish f. other [please specify]  g. no religious affiliation    
11 a. family program e.g. through parents, partners b. skill migration program (employer  nomination / business/ independent)  
  c. humanitarian/refugee program  d. temporary resident e.g. visitor, student, working holiday e. as a child of a family member  
  f. other [please specify g. born in Australia 
12 a. postgraduate degree b. graduate diploma/graduate certificate c. bachelor degree d. advanced diploma/diploma 
   e. certificate level f. primary/secondary or high  school  
13 a. permanent/ongoing b. temporary/fixed term c. casual d. self-employed e. other [please  specify]  
14 a. day e.g. 9am-5pm  b. evening e.g. 4pm-12am c. night e.g. 9pm-5am  d. split shift (2 separate periods each day)  
     e.  rotation shift (changes from days to evenings to nights) f. other [please specify]  
15 a. $6,000 or less b. $6,001-$35,000 c. $35,001- $80,000  d. $80,001-$180,000 e. $180,001 or  more 
  Or a fortnightly take home pay of  a. less than $230 b. $231- $1346 c. $1347-$3076 d. $3077-$6923 e. $6924  
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[Closing remarks] That covers the things I wanted to ask about your job satisfaction. 
Anything you care to add?  
 
Rationale: To solicit views that could help improve the overall outcome of the 
study. 
 
Again, I’d like to thank you. 
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APPENDIX C-1—Histogram: Job satisfaction of Blacks 
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APPENDIX C-2—Histogram: Job satisfaction of Whites 
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APPENDIX C-3—Histogram: Job satisfaction of Asians 
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APPENDIX C-4—Histogram: Job satisfaction of ‘Mixed’ respondents 
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APPENDIX C-5—Normal Q-Q plot: Job satisfaction of Blacks 
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APPENDIX C-6—Normal Q-Q plot: Job satisfaction of Whites 
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APPENDIX C-7—Normal Q-Q plot: Job satisfaction of Asians 
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APPENDIX C-8—Normal Q-Q plot: Job satisfaction of ‘Mixed’ respondents 
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APPENDIX C-9—Detrended normal Q-Q: Job satisfaction of Blacks 
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APPENDIX C-10—Detrended normal Q-Q: Job satisfaction of Whites 
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APPENDIX C-11—Detrended normal Q-Q: Job satisfaction of Asians 
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APPENDIX C-12—Detrended normal Q-Q: Job satisfaction of ‘Mixed’ 
respondents 
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APPENDIX D-1—Pairwise comparisons of mean differences by ethnicity 
 
 
 
 
 
 
 
 
 
 
 364 
 
 
 
 
A
u
st
ra
li
an
s 
E
n
g
li
sh
 
N
ew
  
 
Z
ea
la
n
d
er
s 
C
h
in
es
e 
It
al
ia
n
s 
V
ie
tn
am
es
e 
S
co
tt
is
h
 
Ir
is
h
 
In
d
ia
n
s 
S
o
u
th
 A
fr
ic
an
s 
F
il
ip
in
o
s 
Australians 
—
 
2
.7
5
 
7
.3
6
*
 
0
.2
2
 
1
9
.3
2
*
 
-7
.3
4
*
 
-9
.9
9
*
 
3
.3
2
*
 
4
.9
6
*
 
4
.4
7
*
 
1
.9
5
 
English 
-2
.7
5
 
—
 
4
.6
1
 
-2
.5
3
 
1
6
.5
6
*
 
-1
0
.1
0
*
 
-1
2
.7
5
*
 
1
.1
6
 
2
.2
0
 
1
.7
5
 
-0
.8
1
 
New 
Zealanders 
-7
.3
6
*
 
-4
.6
1
 
—
 
-7
.1
4
*
 
1
1
.9
6
*
 
-1
4
.7
0
*
 
-1
7
.5
0
*
 
-3
.4
4
 
-2
.4
0
 
-2
.8
9
 
-5
.4
1
*
 
Chinese 
-0
.2
2
 
2
.5
3
 
7
.1
4
*
 
—
 
1
9
.1
0
*
 
-7
.5
6
*
 
-1
0
.2
1
*
 
3
.7
0
 
4
.7
4
*
 
4
.2
5
*
 
1
.7
3
 
Italians 
-1
9
.3
2
*
 
-1
6
.5
6
*
 
-1
1
.9
6
*
 
-1
9
.1
0
*
 
—
 
-2
6
.6
6
*
 
-2
9
.3
1
*
 
-1
5
.4
0
*
 
-1
4
.3
6
*
 
-1
4
.8
4
*
 
-1
7
.3
7
*
 
Vietnamese 
7
.3
4
*
 
1
0
.1
0
*
 
1
4
.7
0
*
 
7
.5
6
*
 
2
6
.6
6
*
 
—
 
-2
.6
5
 
1
1
.2
6
*
 
1
2
.3
0
*
 
1
1
.8
1
*
 
9
.2
9
*
 
Scottish 
9
.9
9
*
 
1
2
.7
5
*
 
1
7
.3
5
*
 
1
0
.2
1
*
 
2
9
.3
1
*
 
2
.6
5
 
—
 
1
3
.9
1
*
 
1
4
.9
5
*
 
1
4
.4
7
*
 
1
1
.9
4
*
 
Irish 
-3
.9
2
*
 
-1
.1
6
 
3
.4
4
 
-3
.7
0
 
1
5
.4
0
*
 
-1
1
.2
6
*
 
-1
3
.9
1
*
 
—
 
1
.0
4
 
0
.5
6
 
-1
.9
7
 
Indians 
-4
.9
6
*
 
-2
.2
0
 
2
.4
0
 
-4
.7
4
*
 
1
4
.3
6
*
 
-1
2
.3
0
*
 
-1
4
.9
5
*
 
-1
.0
4
 
—
 
-0
.4
8
 
-3
.0
1
 
South 
Africans 
-4
.4
7
*
 
-1
.7
2
 
2
.8
9
 
-4
.2
5
*
 
1
4
.8
4
*
 
-1
1
.8
1
*
 
-1
4
.4
7
*
 
0
.5
6
 
0
.4
8
 
—
 
-2
.5
3
 
Filipinos 
-1
.9
5
 
0
.8
1
 
5
.4
1
*
 
-1
.7
3
 
1
7
.3
7
*
 
-9
.2
9
*
 
-1
1
.9
4
*
 
1
.9
7
 
3
.0
1
 
2
.5
3
 
—
 
  
   * Significant at p = .05 
 
 
 
 
 365 
 
 
 
 
 
 
 
APPENDIX D-2—T-test, job satisfaction by status of migration 
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 Levene’s test for equality of 
variances 
 
 
F p t df 
p (2-
tailed) 
Equal variances 
assumed 
2.474 .117 .685 381 .494 
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APPENDIX D-3—Importance of job satisfaction facets by ethnicity 
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Ethnicity n Job satisfaction facet M SD 
Australians 227 Communication 5.51   .799 
  
Work-life balance 5.51   .912 
Interpersonal relationships 5.44   .841 
Ability to use varied skills 5.24   .990 
Autonomy 5.23   .992 
Pay 5.22   .871 
Begin & complete job 5.19 1.120 
Nature of work 5.17 1.255 
Job security 5.17 1.120 
Feedback 5.15   .943 
Social impact of job 5.15 1.035 
Responsibility 5.12   .860 
Recognition of achievement 4.94 1.071 
Promotion/promotion opportunities 4.57 1.350 
English 50    
  
Work-life balance 5.56   .760 
Communication 5.32   .844 
Social impact of job 5.32   .891 
Interpersonal relationships 5.32   .935 
Job security 5.20   .990 
Ability to use varied skills 5.20 1.178 
Autonomy 5.12 1.118 
Feedback 5.12   .824 
Responsibility 5.08   .752 
Nature of work 5.04 1.087 
Recognition of achievement 5.00 1.030 
Pay 4.97   .820 
Promotion/promotion opportunities 4.72   .927 
Begin & complete job 4.56 1.643 
New Zealanders 54    
  
Feedback 5.44   .604 
Ability to use varied skills 5.39   .596 
Communication 5.33   .752 
Interpersonal relationships 5.17 1.077 
Job security 5.17 1.120 
Begin & complete job 5.15   .776 
Social impact of job 5.00   .890 
Autonomy 4..94 1.036 
Work-life balance 4.89 1.383 
Nature of work 4.83 1.178 
Responsibility 4.83   .906 
Pay 4.61 1.123 
Recognition of achievement 4.50   .906 
Promotion/promotion opportunities 4.17 1.178 
Chinese 52    
  
Job security 5.23   .807 
Interpersonal relationships 5.15 1.676 
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Pay 5.15 1.109 
Responsibility 5.08   .837 
Communication 4.92 1.152 
Autonomy 4.85 1.109 
Work-life balance 4.85 1.363 
Social impact of job 4.38 1.705 
Ability to use varied skills 4.38 1.345 
Begin & complete job 4.15 1.363 
Nature of work 4.15 1.626 
Promotion 4.15 1.474 
Feedback 4.08 1.506 
Recognition of achievement 4.08 1.702 
Italians 15    
  
Work-life balance 6.00   .000 
Commutation 5.67   .488 
Interpersonal relationships 5.67   .488 
Nature of work 5.67   .488 
Autonomy 5.33   .488 
Recognition of achievement 5.33   .976 
Responsibility 5.33   .488 
Job security 5.33   .488 
Feedback 5.00   .000 
Pay 4.67   .976 
Social impact of job 4.33 1.291 
Begin & complete job 4.00 1.690 
Promotion/promotion opportunities 4.00 2.236 
Ability to use varied skills 3.67   .488 
Vietnamese 48    
  
Social impact of job 5.50   .715 
Communication 5.38 1.003 
Work-life balance 5.38 1.331 
Autonomy 5.25   .978 
Ability to use varied skills 5.25   .838 
Recognition of achievement 5.13 1.064 
Job security 5.13 1.282 
Feedback 5.12 1.062 
Begin & complete job 4.75 1.212 
Interpersonal relationships 4.75 1.212 
Pay 4.75   .978 
Responsibility 4.71   .833 
Promotion/promotion opportunities 4.38 1.231 
Nature of work 4.25 1.407 
Scottish 21    
  
Promotion/promotion opportunities 6.00   .000 
Responsibility 5.67   .483 
Ability to use varied skills 5.67   .483 
Autonomy 5.33   .483 
Begin & complete job 5.33   .483 
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Recognition of achievement 5.33   .483 
Job security 5.33   .483 
Work-life balance 5.33   .483 
Communication 5.00   .837 
Nature of work 5.00   .837 
Social impact of job 4.67 1.278 
Interpersonal relationships 4.67 1.932 
Feedback 4.33 1.742 
Pay 4.33 1.742 
Irish 88    
  
Pay 5.45   .787 
Recognition of achievement 5.22   .900 
Nature of work 5.09 1.139 
Responsibility 5.09 1.002 
Work-life balance 5.00 1.546 
Interpersonal relationships 4.91 1.387 
Promotion/promotion opportunities 4.91 1.002 
Job security 4.91 1.387 
Communication 4.82 1.120 
Ability to use varied skills 4.73 1.293 
Autonomy 4.36 1.782 
Feedback 4.36 1.676 
Social impact of job 4.36 1.676 
Begin & complete job 4.27 1.874 
Indians 210    
  
Job security 5.05   .952 
Work-life balance 5.00 1.547 
Pay 4.90 1.309 
Promotion/promotion opportunities  4.81 1.099 
Responsibility 4.81 1.183 
Autonomy  4.76 1.067 
Social impact of job 4.76 1.309 
Interpersonal relationships 4.76 1.309 
Recognition of achievement 4.76 1.111 
Feedback 4.62 1.093 
Nature of work 4.61 1.370 
Communication 4.52 1.142 
Ability to use varied skills 4.29 1.243 
Begin & complete job 4.19 1.335 
South Africans 242    
  
Communication 5.27 1.010 
Interpersonal relationships 5.25   .932 
Work-life balance 5.09 1.086 
Social impact of job 5.05   .978 
Feedback 4.78 1.276 
Nature of work 4.61 1.433 
Job security 4.60 1.527 
Responsibility 4.57   .885 
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Pay 4.56 1.317 
Autonomy 4.42 1.462 
Recognition of achievement 4.38 1.132 
Promotion/promotion opportunities 4.32 1.185 
Begin & complete job 4.18 1.167 
Ability to use varied kills 4.14 1.458 
Filipinos 96    
  
Pay 5.38   .861 
Communication 5.13   .785 
Work-life balance 5.13 1.059 
Interpersonal relationships 5.00 1.124 
Autonomy 4.75 1.095 
Promotion/promotion opportunities 4.63   .861 
Recognition of achievement 4.63 1.225 
Job security  4.63 1.584 
Nature of work 4.50 1.330 
Feedback 4.25 1.569 
Begin & complete job 4.13 1.275 
Social impact of job 4.13 1.275 
Ability to use varied skills 3.63 1.662 
Responsibility 3.25 1.095 
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APPENDIX D-4—Multiple comparisons of importance of job satisfaction 
facets by ethnicity 
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Job satisfaction facet Ethnicity MD p 
Nature of work Australians Chinese 1.019* .001** 
 
 
Vietnamese   .923* .169 
Indians   .563* .001** 
South 
Africans 
  .563* .001** 
Filipinos   .673* .001** 
English Chinese   .886*  .001 
 
Vietnamese  .790*  .004 
Indians  .430*  .042 
South 
Africans 
 .431*  .040 
Filipinos  .540*  .022 
New 
Zealanders 
Chinese  .679*  .009 
 Vietnamese  .583*  .029 
Italians 
New 
Zealanders 
 .833*  .034 
 
Chinese 1.513* .001** 
Vietnamese 1.417* .001** 
Indians 1.057*  .003 
South 
Africans 
1.057*  .003 
Filipinos 1.167*  .002 
Scottish Chinese  .846*  .015 
 Vietnamese  .750*  .033 
Irish  Chinese .937 .001** 
 Vietnamese  .841* .001** 
 
Indians  .481*  .005 
South 
Africans 
 .482*  .004 
Filipinos  .591*  .003 
Indians Chinese  .456*  .029 
South 
Africans 
Chinese  .455*  .207 
Recognition of achievement Australians 
New 
Zealanders 
 .441*  .019 
 
 
Chinese  .864* 
  
.001** 
South 
Africans 
 .558* 
  
.001** 
Filipinos  .316*  .036 
English 
New 
Zealanders 
 .500*  .040 
 
Chinese  .923* .001** 
South 
Africans 
.617* .001** 
Italians 
New 
Zealanders 
 .833* .021 
 374 
 
 
Chinese 1.256* .001** 
South 
Africans 
  .951* .004 
Filipinos    .708* .039 
Vietnamese 
New 
Zealanders 
 .625* .011 
 
Chinese 1.048* .001** 
South 
Africans 
  .742* .001** 
Filipinos   .500* .022 
Scottish 
New 
Zealanders 
  .833* .009 
 
Chinese 1.256* .001** 
Indians   .571* .044 
South 
Africans 
  .951* .001** 
Filipinos   .708* .018 
Irish 
New 
Zealanders 
  .720* .001** 
 
Chinese 1.143* .001** 
Indians   .458* .004 
South 
Africans 
  .837* .001** 
 
Filipinos   .595* .001** 
Indians Chinese   .685* .001** 
 
South 
Africans 
  .379* .001** 
Filipinos Chinese   .548* .010 
Responsibility  Australians Vietnamese   .414* .010 
 
 
Indians  .313* .001** 
South 
Africans 
 .549* .001** 
Filipinos 1.872* .001** 
English 
South 
Africans 
 .506* .001** 
 Filipinos 1.830* .001** 
New 
Zealander 
Filipinos 1.539* .001** 
Chinese 
South 
Africans 
  .503* .001** 
 Filipinos 1.827* .001** 
Italians 
South 
Africans 
  .760* .005 
 Filipinos 2.083* .001** 
Vietnamese Filipinos 1.458* .001** 
Scottish Australians   .544* .018 
 
English  .587* .025 
New 
Zealanders 
 .833* .001** 
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Chinese  .590* .023 
Vietnamese  .959* .001** 
Irish  .576* .018 
Indians  .857* .001** 
South 
Africans 
1.093* .001** 
Filipinos 2.417* .001** 
Irish Vietnamese  .383* .034 
 
Indians  .281* .028 
South 
Africans 
 .517* .001** 
Filipinos 1.560* .001** 
Indians 
South 
Africans 
 .236* .013 
 Filipinos 1.560* .001** 
South 
Africans 
Filipinos 1.324* .001** 
Promotion/promotion 
opportunities 
Australians 
New 
Zealanders 
 .407* .019 
 
 
Chinese  .420* .018 
South 
Africans 
 .256* .016 
English 
New 
Zealanders 
 .553* .014 
 
Chinese  .566* .013 
Italians .720* .033 
South 
Africans 
  .402* .024 
Scottish Australians 1.426* .001** 
 
English 1.280* .001** 
New 
Zealanders 
1.833* .001** 
Chinese 1.846* .001** 
Italians 2.000* .001** 
Vietnamese 1.625* .001** 
Irish 1.091* .001** 
Indians 1.190* .001** 
South 
Africans 
1.682* .001** 
Filipinos 1.375* .001** 
Irish Australians   .335* .020 
 
New 
Zealanders 
  .742* .001** 
Chinese   .755* .001** 
 
 
Italians   .909* .005 
Vietnamese   .534* .010 
South 
Africans 
  .591* .001** 
Indians Australians .236* .032 
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New 
Zealanders 
  .643* .001** 
Chinese   .656* .001** 
Italians   .810* .008** 
Vietnamese   .435* .018 
South 
Africans 
.492* .001** 
Filipinos 
New 
Zealanders 
  .458* .019 
 
Chinese   .471* .017 
South 
Africans 
  .307* .027 
Pay Australians 
New 
Zealanders 
  .614* .001** 
 
 
Vietnamese   .475* .007 
Indians   .320* .002 
South 
Africans 
  .661* .001** 
English Scottish   .639* .026 
 
South 
Africans 
  .408* .017 
Chinese 
New 
Zealanders 
  .543* .011 
 
Scottish   .821* .004 
South 
Africans 
  .590* .001** 
Irish English   .483* .013 
 
New 
Zealanders 
  .843* .001** 
Italians   .788* .010 
Vietnamese   .705* .001** 
Scottish 1.121* .001** 
Indians   .550* .001** 
South 
Africans 
  .891* .001** 
Indians Scottish   .571* .023 
 
South 
Africans 
  .341* .001** 
Filipinos English   .403* .036 
 
New 
Zealanders 
  .764* .001** 
Italians   .708* .020 
Vietnamese   .625* .001** 
Scottish 1.042* .001** 
Indians   .470* .001** 
South 
Africans 
  .811* .001** 
Interpersonal relationships Australians Vietnamese   .691* .001** 
  Scottish   .774* .010 
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Irish   .531* .001 
Indians   .679* .001** 
Filipinos   .441* .006 
English Vietnamese   .570* .032 
 Indians   .558* .007 
New 
Zealanders 
Indians   .405* .001** 
Italians Vietnamese   .917* .018 
 
Scottish  1.000* .024 
Irish   .758* .039 
Indians   .905* .010 
South 
Africans 
Vietnamese   .495* .017 
 
Irish   .336* .039 
Indians   .483* .001** 
Job security Australians 
South 
Africans 
  .564* .001** 
 
 Filipinos   .542* .001** 
English 
South 
Africans  
  .596* .002 
 Filipinos   .575* .008 
New 
Zealander 
South 
Africans 
  .563* .003 
 Filipinos   .542* .011 
Chinese 
South 
Africans  
  .627* .001** 
Italians 
South 
Africans 
  .729* .028 
 Filipinos   .708* .041 
Vietnamese 
South 
Africans 
  .521* .008 
Scottish 
South 
Africans 
  .729* .010 
 Filipinos   .708* .019 
Irish 
South 
Africans 
  .305* .050 
Indians 
South 
Africans 
  .447* .001** 
 Filipinos   .425* .006 
Autonomy Australians Chinese   .381* .036 
 
 
Irish   .863* .001** 
Indians   .465* .001** 
South 
Africans 
  .812* .001** 
Filipinos   .477* .001** 
English Irish   .756* .001** 
 
South 
Africans 
  .705* .001** 
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New 
Zealanders 
Irish   .581* .005 
 
South 
Africans 
  .529* .003 
Chinese Irish   .483* .020 
 
South 
Africans 
  .431* .017 
Vietnamese Irish   .886* .001** 
 Indians   .488* .010 
 
South 
Africans 
  .835* .001** 
Filipinos   .500* .017 
Scottish  Irish   .970* .001** 
 
Indians   .571* .035 
South 
Africans 
  .918* .001** 
Filipinos   .583* .041 
Indians Irish .398* .008 
 
South 
Africans 
  .347* .002 
Filipinos Irish   .386* .027 
 
South 
Africans 
  .335* .019 
Feedback Australians Chinese 1.073* .001** 
 
 
Scottish   .816* .003 
Irish   .786* .001** 
Indians   .531* .001** 
South 
Africans 
  .371* .001** 
Filipinos   .900* .001** 
English Chinese 1.043* .001** 
 
Scottish   .787* .011 
Irish   .756* .001** 
Indians .501* .008 
Filipinos   .870* .001** 
New 
Zealanders 
Chinese 1.291* .001** 
 
Scottish 1.111* .001** 
Irish 1.081* .001** 
Indians   .825* .001** 
 
South 
Africans 
  .666* .001** 
Filipinos 1.194* .001** 
Italians Chinese   .923* .008 
 Filipinos   .750* .024 
Vietnamese Chinese 1.045* .001** 
 
Scottish   .788* .012 
Irish   .758* .001** 
 Indians   .503* .009 
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Filipinos   .872* .001** 
Indians Filipinos   .369* .012 
South 
Africans 
Irish   .415* .005 
 Filipinos   .529* .001** 
Social impact of job Australians Chinese   .761* .001** 
 
 
Italians   .812* .001** 
Irish   .782* .001** 
Indians   .383* .001 
Filipinos 1.020* .001** 
English Chinese   .935* .001** 
 
Italians   .987* .004 
Scottish   .653* .032 
Irish   .956* .001** 
Indians   .558* .002 
Filipinos 1.195* .001** 
New 
Zealanders 
Chinese   .615* .007 
 
Irish   .636* .002 
Filipinos   .875* .001** 
Vietnamese 
New 
Zealanders 
  .500* .031 
 
Chinese 1.115* .001** 
Italians 1.167* .001** 
Scottish   .833* .006 
Irish 1.136* .001** 
Indians   .738* .001** 
South 
Africans 
  .455* .014 
Filipinos 1.375* .001** 
Indians Chinese   .377* .037 
 
Irish   .398* .007 
Filipinos   .637* .001** 
South 
Africans 
Chinese   .661* .001** 
  
Italians   .712* .022 
Irish   .682* .001** 
Indians   .284* .010 
Filipinos   .920* .001** 
Begin & complete a job Australians English   .630* .004 
  
Chinese 1.036* .001** 
Italians 1.190* .001** 
Vietnamese   .440* .048 
Irish   .917* .001** 
Indians 1.000* .001** 
South 
Africans 
1.008* .001** 
Filipinos 1.065* .001** 
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New 
Zealanders 
Chinese   .999* .001** 
 
Italians 1.153* .005 
Irish   .880* .001** 
Indians   .902* .001** 
South 
Africans 
  .910* .001** 
Filipinos 1.028* .001** 
Ability to use varied skills Australians Chinese   .858* .001** 
 
 
Italians 1.576* .001** 
Irish   .515* .001 
Indians   .957* .001** 
South 
Africans 
1.106* .001** 
Filipinos 1.617* .001** 
English Chinese   .815* .001 
 
Italians 1.533* .001** 
Irish   .473* .031 
Indians   .914* .001** 
South 
Africans 
1.064* .001** 
Filipinos 1.575* .001** 
New 
Zealanders 
Chinese 1.004* .001** 
 
Italians 1.722* .001** 
Irish   .662* .002 
Indians 1.103* .001** 
South 
Africans 
1.253* .001** 
Filipinos 1.764* .001** 
Chinese Italians   .718* .048 
 Filipinos   .760* .001** 
Vietnamese Chinese   .865* .001** 
 
Italians 1.583* .001** 
Irish   .523* .019 
 
Indians   .964* .001** 
South 
Africans 
1.114* .001** 
Filipinos 1.625* .001** 
Scottish Chinese 1.282* .001** 
 
Italians 2.000* .001** 
Irish   .939* .002 
Indians 1.381* .001** 
South 
Africans 
1.530* .001** 
Filipinos 2.042* .001** 
Irish Italians 1.061* .002 
  Indians   .442* .005 
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South 
Africans 
  .591* .001** 
Filipinos 1.102* .001** 
Indians Filipinos   .661* .001** 
South 
Africans 
Filipinos .511* .001 
Communication Australians Chinese   .587* .001** 
 
 
Scottish   .510* .028 
Irish   .692* .001** 
Indians   .987* .001** 
South 
Africans 
  .238* .012 
Filipinos   .385* .002 
English Chinese   .397* .050 
 
Irish   .502* .006 
Indians   .796* .001** 
New 
Zealanders 
Chinese   .410* .039 
 
Irish   .515* .004 
Indians   .810* .001** 
Chinese Indians   .399* .012 
Italians Chinese   .744* .013 
 
Irish   .848* .003 
Indians 1.143* .001** 
Vietnamese Chinese   .452* .027 
 
Irish   .557* .002 
Indians   .851* .001** 
Scottish Indians   .476* .042 
Irish Indians   .294* .023 
South 
Africans 
Chinese   .350* .025 
 
Irish   .455* .001** 
Indians   .749* .001** 
Filipinos Irish   .307* .042 
  Indians   .601* .001** 
Work-life balance Australians 
New 
Zealanders 
  .613* .001 
 
 
Chinese   .659* .001** 
Irish   .505* .001 
Indians   .505* .001** 
South 
Africans 
  .414* .001** 
Filipinos   .380* .009 
English 
New 
Zealanders 
  .668* .004 
 
Chinese   .714* .002 
Irish   .560* .008 
Indians   .560* .003 
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South 
Africans 
  .469* .011 
Filipinos   .435* .036 
Italians 
 New 
Zealanders 
1.108* .001 
 
Chinese 1.154* .001 
Irish 1.000* .003 
Indians 1.000* .002 
South 
Africans 
  .909* .004 
Filipinos   .875* .008 
Vietnamese 
New 
Zealanders 
  .483* .041 
  
Chinese   .529* .026 
Indians   .375* .049 
* Significant at p = .05  
** Significant at p < .001 
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